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ABSTRACT
The aim o f  this research is, through empirical analysis, to understand the acceptance o f  low pay  
and low paid  employment. The research is the first o f  its kind to look at people in low paid  jobs  
through the framework o f acceptance. The study builds upon the economic arguments o f  need and 
the psychological explanations o f satisfaction by attempting to capture the effects o f  both. In 
doing so, the research employs new ways o f  looking at why people stay in low paid  employment 
thus contributing towards advancement in pay research.
The research was carried out in two phases. First, a review o f  literature was conducted that 
looked at both the economic and psychological explanations o f acceptance. Second, an empirical 
analysis was undertaken based on a guiding proposition that was informed by the literature 
review and two preliminary studies. The empirical study tackles two difficult problems: namely, 
having to first define and measure the concept o f  acceptance and then collect data in the sensitive 
area o f  pay. The study uses a rough measure o f  acceptance that o f  ‘not searching for a better 
j o b '. This is supplemented by data on extended effort, which is seen as additional evidence o f  
acceptance. Information on pay and opportunity is collected through self-descriptive means using 
a questionnaire. Based on the understanding o f  the research question, a proposition was created 
that guided the study:
‘The acceptance of low pay is conditioned by the need to extend labour supply and by low 
horizons engendered by perceived self evaluation and perceived opportunity’
A questionnaire was distributed through trade unions by post and distributed by hand to 
occupations identified as low paid  by the Low Pay Commission (1998). The resulting sample 
represented three major occupations including hotel, transport & communications and retail. In 
all 267 complete questionnaires were received and used in the study.
The porti'ait o f the ‘working p o o r ’ which emerged during the study was o f  extended hours and 
low pay. The levels o f  pay were so low as to make individual differences hard to locate. The 
sample was working hard to maintain its income. There was evidence o f limited aspirations in the 
unconfident perception o f opportunities and in the low levels o f target earnings, which were 
lower than national averages by occupational group. Although there was circumstantial evidence 
that organisational variables were at work, satisfaction levels were so extreme as not to 
differentiate the sample. Even though the measure was rough some differences were found 
between those searching and those not searching for a better job. From the results some key 
variables that influence the acceptance o f  low pay were identified as working in combination. 
These were multiple jobs, low perceived opportunities and limited horizons.
In short although the results were too extreme to differentiate the sample in important respects, 
the study justifies the central proposition o f examining pay through the concept o f  acceptance. 
The use o f  ‘searching fo r  a better jo b  ’ as a methodological concept requires further investigation.
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CHAPTER 1 
INTRODUCTION
The hunger and thirst fo r  Imowledge, the keen delight in the chase, the good  
humoured willingness to admit that the scent was false, the eager desire to ge t on with 
the work, the cheerful resolution to go back and begin again, the broad good  sense, 
the unaffected modesty, the imperturbable temper, the gratitude fo r  any little help that 
was given — all these w ill remain in my memory though I  cannot pa in t them fo r  
others. [Unknown]
1.1 Introduction
The aim of this research is, through empirical analysis, to understand the acceptance 
of low pay and low paid employment. Why people stay in low paid employment is a 
complex issue which involves both external structural factors and internal processes. 
This aim is endeavoured to be accomplished by first understanding the meaning of 
pay for the low paid and second by identifying the factors that influence the 
acceptance of low paid employment.
The chapter is structured as follows. Section 1.2 provides a research overview by 
identifying the insufficiencies in earlier research and describing the main issues that 
need to be addressed. Section 1.3 puts the study in perspective with research in the 
fields of economics and psychology. Section 1.4 goes on to provide the rationale for 
the study followed by section 1.5 which identifies the research aims and objectives. 
The chapter concludes with section 1.6 which defines the research process.
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1.2 Research overview
This study attempts to understand why people accept low pay jobs. The research is the 
first of its kind to look at people in low pay through the framework of acceptance. It 
makes an effort to establish the need to look at people in low pay through the eyeglass 
of acceptance. Studies of low pay have often focussed on the economic determinants 
of rates of pay and subsistence or needs. Similarly, psychology has focussed on pay 
satisfaction and the apparent contradiction between low pay and job satisfaction. The 
research attempts to broaden the study of low pay by concentrating on both the 
economic and psychological factors that adhere to the acceptance of a situation. To 
this end the research uses new ways of looking at why people stay in low paid 
employment. In addition by tackling some difficult problems associated with pay 
research, the study makes a contribution towards methodological advancement in the 
field.
Within the boundaries of this study there are a number of large issues which have to 
be addressed. The research boundary for this study can be divided into five broad 
areas. First, to understand the facts of low pay, what is low pay and who is in low paid 
jobs through an analysis of the economics literature on low pay. Second, to appreciate 
the meaning of pay for those in low pay by means of exploring it from the wider 
perspective of theories of satisfaction and perception of opportunities. Third, to 
identify the key variables that influence the acceptance of low paid jobs. Fourth, to 
develop an understanding of how personal horizons are constructed. And last, to 
identify ways in which the concept of acceptance could be measured and then create 
propositions that can be used for analysis. All the above require the study to search 
for a working concept of ‘acceptance’. At the outset it is acknowledged that the
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construction of a working definition will require contributions from economics, 
psychology and other disciplines.
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1.3 The study in perspective
Low pay is a well rehearsed subject in research. The study of why people are in low 
paid employment can be broadly divided into two groups- economic and 
psychological. Economic theories on low pay confine themselves to markets, and pay 
as the sole or principal factor in the functioning of the markets. The economics 
literature explains low pay through utility maximisation. Economists in general, are 
not too sympathetic to the low paid. According to them market forces create low paid 
jobs and secondary markets are essentially unstable. To an extent this is seen as a 
reflection of the people who inhabit these markets. Low pay is credited to the 
characteristics of the job and the person. Low pay and income inequality are also 
accredited to low bargaining power, lack of skills and the ability to accumulate skills. 
Hicks (1963, as described in Sloane and Theodossiu, 1994) states that low paid labour 
‘is often badly paid, not because it gets less than its worth, but because it is worth so 
appallingly little’.
Psychologists accept that pay is important, but there are other factors like pay 
satisfaction and job satisfaction which are more significant to people at work. Two 
theories are used to explain people’s satisfaction with low pay. The distributive justice 
theory states that judgements of earnings fairness involve individual differences 
related to considerations of merit and need (Alver and Rossi, 1978). It proposes that 
peoples’ feeling of underpayment is unrelated to earnings level and a sense of ‘who 
should get what’ has a normative structure leading to satisfaction with low pay. The
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reference group theory on the other hand, states that individuals select referents with 
whom they make pay comparisons (Brown, 2001). Their satisfaction is thus caused by 
positive or negative comparisons with these significant others rather than the actual 
earnings level. These two theories are employed to understand people’s satisfaction 
with low pay. What is to an extent, understated in the psychological approaches is 
what are the behavioural implications of levels of, and types of satisfaction. To 
understand why people accept anything it is necessary to see how they perceive 
alternatives which in the case of employment are other job opportunities.
1.4 Rationale of the research
1.4.1 The importance of pay
Pay is one of the principal components of the employment relationship. For 
management, pay remains one of the most potent tools for the management of 
employee performance (Kessler as discussed in Towers (ed) 2003). Recent literature 
is concerned with income inequality and has noted that it has been steadily rising over 
the past decade (Hammermesh et al, 1996), especially in the U.S. and U.K. There now 
seems to be an increase of in-work poverty and strong dependence on social security 
benefits to such an extent that the expression ‘working poor’ has now entered the 
literature (Sharif, 2000). Although the low paid have been studied it is usually at the 
macro level using secondary data. This study takes a micro approach using primary 
data in order to explore beyond the stark figures.
Within the literature of work, pay research is enmeshed within the literature on 
satisfaction. Pay is an important outcome that employees derive from work. 
Heneman (1985) stated that employee pay satisfaction can be a more important facet 
of job satisfaction to many employees than satisfaction with other facets such as work,
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co-workers and supervision. Although there are arguments in research whether pay 
motivates and the extent of its relevance in comparison with other work and 
individual variables, there is a general agreement that pay definitely causes 
dissatisfaction. There is a theme within the literature which argues that the salience of 
pay is independent of feelings attached to it (Tang 1995)
Level of pay is an important aspect of pay satisfaction research. Henemann (1985) 
and Lawler (1971) among others acknowledged the multi-dimensionality of pay 
satisfaction and identified amount of pay as a key variable. However, researchers have 
not always found a straightforward linear relationship between pay level and pay 
satisfaction. Some researchers have even reported findings on the contrary. Cappelli 
and Shearer (1988), for example found that lower paid workers express higher 
satisfaction than higher paid workers, which was supported by Brown and McIntosh 
(1998). They suggest that the low paid are different from others and in spite of pay 
level being an important dimension of pay satisfaction, there is something else which 
causes them to be satisfied with low pay. The economists’ suggestion that limited 
aspirations leads to satisfaction with low pay is lacking, as evidence suggests that a 
decrease in labour income leads to an increase in labour supply (negative forward 
falling labour supply) (Sharif, 1986). Riley and Szivas (2001) suggest that low pay is 
not seen as low by the receivers themselves. This however does not have an empirical 
backing. The insufficiencies in explaining the acceptance of low pay alongwith the 
importance of looking at low pay provide the rationale for the study. •
The study of low pay will have direct significance in many areas. Firstly, it will help 
to identify the people who receive low pay and their surrounding circumstances. The 
Low Pay Commission (1998) stated that certain people like women, young people and
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ethnic minorities are more prone to be low paid than others. Secondly, an 
understanding of the factors causing people to remain in low pay will help in creating 
an appreciation of the factors that maintain low pay and aid in the formulation of 
policies supporting those affected. Thirdly, an understanding of why people stay in 
low paid jobs will contribute towards research and policies related to the minimum 
wage. Fourth, an awareness that incidences of low pay are as recurrent in the West as 
they are in developing economies means that pay research into low pay will benefit 
across economies.
1.4.2 The role o f acceptance in understanding low pay
The study is interested in understanding why people stay in low paid jobs. The 
economic theories take a view that market economies produce low paid jobs and these 
are associated with low levels of human capital and that unless individuals can 
increase their human capital they have to accept low paid jobs. From the employees 
perspective on the market, this means that horizons will be determined by perceptions 
of opportunities related to self- descriptions of skill and knowledge. This, it is 
suggested, leads to limited horizons. The psychological theories, in general, take a 
satisfaction perspective. In this view, individuals adjust to menial jobs and find 
satisfaction through a trade-off process (Shapira, 1981). Alternatively, they argue that 
high labour turnover is the response to low satisfaction. However, neither perspective 
addresses the more important holistic question of why people stay on in low pay.
1.4.3 The problem  o f acceptance
As the research is interested in identifying and understanding the people staying in 
low paid employment, it was decided to look at low pay through the framework of 
acceptance. This concept is problematic. It could be argued at the simplistic level
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that people stay in a job because they cannot find a better one. In other words, 
acceptance is proved by lack of mobility. Whilst there is a case to be made for inertia 
and simple habit, the psychological processes that lead to either internal acceptance or 
conflict between the current situation and some idealised notion of better prospects 
have to be accounted for in any definition of acceptance. Separating the locus of 
influence is at the heart of the problem. The symptoms look the same from the 
outside. The term acceptance was coined during the current research as it 
encompasses a broad spectrum from tolerance to satisfaction. The dictionary 
definition of acceptance, to an extent captures the inner conflicts it implies. 
Acceptance can be defined as the act of agreeing to the terms of an offer. Acceptance 
is in a sense acknowledging how things are without judgement, negativity, anger or 
blame (Russell, www. innserself. com).
Notwithstanding all the limitations on the behavioural aspects of acceptance, the study 
used a behavioural measure to assess acceptance. This measure is simplistic but useful 
in differentiating individuals. The measure is searching or not searching for a better 
job. These concepts are explained in detail in the methodology. By looking through 
the framework of acceptance the research should be able to better explain why people 
stay in low paid jobs.
1.5 Research aims and objectives
As stated previously, the aim of this research is to understand the acceptance of low 
paid jobs. The broad aim is to highlight that the acceptance of low pay is unique and 
separate from other circumstances. The research is designed around a working 
definition of acceptance of low pay as not searching for another job. In recognizing 
the idea of not searching as an indicator of acceptance, the study extends the concept
S. Thozhur Introduction
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to include additional behaviour that might intervene in the process of not searching 
and that is working extra hours.
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The guiding proposition of the study is:
The acceptance o f  low p a y  is conditioned by the need to extend labour supply and by  
low horizons engendered by perceived  self-evaluation and perceived  opportunity
Research objectives
1. What are the key external factors that influence the acceptance of low pay?
2. What are the psychological processes involved in the acceptance of low pay?
3. Is there a difference between those who are searching and those who are not 
searching for a new job?
The first two objectives are addressed through the literature on economics of low pay 
and the psychology of satisfaction. The third objective is attempted to be 
accomplished empirically by using the theoretical framework of the working 
definition of acceptance, which as stated earlier is, searching or not searching for 
another job.
1,6 The research process
Having introduced the rationale of the study and the research objectives, this section 
discusses the structure of the research. Figure 1.1. is an outline of the process.
The process described in figure 1.1 was constructed after two pilot studies were 
conducted on specific issues.
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Figure 1.1: The research process
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Following the introductory chapter, chapter 2 looks at the economics of low pay. The 
chapter will define low pay in economic terms and provides ways of measuring it. It 
will also introduce the key economic theories of pay, identifying specific theories that 
explain the creation and maintenance of low pay. The chapter will conclude with 
summarising the key variables identified throughout the course of the chapter that 
could explain the acceptance of low pay.
Chapter 3 extends the literature review by focussing on the psychological research of 
low pay. Theories of pay satisfaction and motivation are described in relation to the 
acceptance of low paid jobs. The psychological explanations as to why people stay in 
low paid employment are discussed through general models of pay and specific 
theories that explain satisfaction with low pay. The purpose of the chapter is to first 
identify the key variables that could affect the acceptance of low pay and second to 
point out deficiencies in current research on low pay.
Chapter 4 describes the methodological approaches used in this research. It begins by 
discussing the objectives of the research, the findings from the literature review and 
the preliminary studies which lead to the development of the research hypotheses. It 
then highlights the problems associated with measuring pay and goes on to describe 
the development of the survey instrument, sample design and the methods of data 
analysis.
Chapters 5, 6  and 7 present the findings of the data analysis. Chapter 5 describes the 
sample and relates it to the traditional characteristics of low paid workers. Chapter 6 
presents the various measures used in the study including questions on earnings, hours 
worked, perception of opportunities, target income, pay satisfaction and job 
satisfaction. It characterises the sample through these measures while simultaneously
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looking at the inter relationships between them. Chapter 7 presents the final section on 
findings beginning with the findings on perceived opportunities. It then searches for 
factors that influence the acceptance of low pay by bringing together the descriptive 
statistics and measurement statistics in a way that builds towards evaluating the 
guiding proposition.
The penultimate chapter, chapter 8 reviews the findings by revisiting the proposed 
theoretical framework in light of the empirical findings. Finally chapter 9 discusses 
the emergent themes and limitations faced by the researcher and provides directions 
for future research. It also revisits the concept of acceptance and the idea of searching/ 
not searching for a better job before concluding the research.
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CHAPTER 2 
THE ECONOMICS OF LOW PAY
The problem  with money is that too much o f  it is going around to other people
[Eli Khamarov]
2.1 Introduction
This chapter looks at the economics of low pay. Although acceptance of low pay 
itself has psychological connotations, it is necessary to first understand the concept of 
pay in terms of how is it measured, what causes low pay and the characteristics of the 
low paid. Any attempt to understand how the acceptance of low pay works will have 
to begin with an understanding of what low pay is and what the circumstances of the 
low paid are.
The importance of studying pay cannot be stressed enough. Pay gets people to work 
even though other factors might make them stay. Human sciences have always 
criticised economists for taking a maximisation approach whereby workers are seen as 
groups of people motivated by money and opportunity with an aversion to expend 
effort (Lazier, 2000). Nevertheless human resource researchers agree that there exists 
some universal link between pay and intention to work (Arnold, Cooper and 
Robertson, 1998). Consequently, in order to understand the acceptance low pay, it is 
necessary to understand the creation and maintenance of low pay in the economic 
market.
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After decades of humanitarians devaluing its worth to labour, pay has once again 
entered the arena of work. Interestingly, it was the humanitarian demand of a 
minimum wage that brought earnings back to the forefront of labour studies 
(Pettinger, 1999).
This chapter aims to present the economic literature on low pay. The chapter has four 
broad objectives. First, to familiarise the reader with the term low pay, second to 
introduce the various economic theories and models related to low pay, third to 
understand the process of creation and maintenance of low pay, and fourth to identify 
key issues in the area of low pay research. To this end, the chapter will summarise the 
existing literature in this area, critically evaluate them and identify gaps, fallacies and 
failures in previous work in order to justify the current research.
In order to achieve the objectives listed above, this chapter is organised as follows. 
Section 2.2 provides a rationale for looking at low pay. Section 2.3 goes on to look at 
definitions of low pay by looking at ways of measuring low pay. Section 2.4 then 
discusses economic research in the field of low pay by looking at the main theories 
that explain the reasons for people being in low pay including the classical economic 
theories and ideas of subsistence and income inequality. It also summarises the key 
research ideas related to low pay. Section 2.5 examines the role of pay for the workers 
from an economic perspective. Section 2.6 describes the wage setting in low pay 
sectors by describing the process of creation and maintenance of low paid jobs. 
Section 2.7 and section 2.8 characterise the low paid jobs and individuals in low pay 
respectively. Section 2.9 summarises the key issues and discusses the future of low 
pay research. Section 2.10 concludes the chapter by summarising the key ideas and
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isolating the important economic variables that appear to influence the acceptance of 
low pay.
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2.2 R ationale for looking at low pay
Pay and low pay are old rehashed subjects. As long as people continue to work, pay 
will continue to be researched. The recent interests are the results of many different 
factors. The function of pay and work for individuals is under question (Fumham,
2000). Rapid rise and fall of industries (like information technology), loss of pay 
security as available in traditional jobs, changing geography of the world through 
creation of a single European Union are some of the reasons for the current interest in 
pay. Moreover, low pay is not confined to the developing countries. U.K. for 
example, has the third highest percentage of its population with incomes below 60 
percent of the median of all EU countries (European Community Household Panel, 
Eurostat, 2001), and nearly 12 million households living in poverty (Social Trends, 
2001, Office of National Statistics).
Pay remains one of the most potent tools for the management of employee 
performance available to practitioners. According to Kessler (as discussed in Towers 
(ed) 2003), although pay is just one form of reward alongside non- monetary extrinsic 
rewards such as fringe benefits and intrinsic rewards in the form of, for instance 
‘interesting’ and ‘fulfilling’ work, it is a central concern of most employees and a key 
pillar of the employment relationship.
Low pay has a meaning only when there is high pay. Economists often look at low 
pay in reference to income inequality. The level of wage inequality is an important
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indicator of the perfonnance of an economy (Lucifora, 1998). The increase in the 
wage gap between those who earn the most and those who earn the least, and the 
changing allocation of jobs across families and households, have been the primary 
causes of the increase in the gap between the rich and the poor. Inequality has been 
steadily rising over the past decade (Hammermesh et al, 1996), especially in the U.S. 
and the U.K., and thus is a subject of much debate. According to Schmitt (as 
discussed in Freeman and Katz, 1995), the distribution of wages has been rising 
dramatically over the 1990’s. For example, in the United Kingdom, the percentage 
wage gap between the 90th percentile, and the 10th percentile rose from 177 to 222 
percent between 1984 and 1994. As Gosling et al (1997) observed, the rich are getting 
richer and the poor have nowhere to go. This has led to a substantial degree of in­
work poverty and dependence on social security benefits. It has also created a need to 
analyse the low paid separate from the whole population.
Understanding the dynamics of low pay from the economic perspective is important 
for five main reasons. Firstly, it will help to identify the people who receive low pay 
and inform on whether anything can be done about it. For example, Asplund et al (as 
discussed in Gregg, 2000), found that people start further away from the low pay 
bench mark in the UK and USA and cross it less often compared to other western 
countries. Also low pay is largely concentrated in certain occupations and industries. 
In the U.K., for example, kitchen porters, bar staff, cleaners, fishmongers are among 
the lowest paid (New Earnings Survey, 2000). Secondly, the dynamics of pay 
differentials might explain the underlying reasons for their existence. A report by the 
Rowntree Foundation (The Rowntree Foundation Inquiry into Income and Wealth, 
1995, as discussed in a research paper by the Low Pay Unit, 2002) found that
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inequality grew faster in the U.K. than in any other industrialised nation except New 
Zealand during the 80s and early 90s, resulting in the widest gap between the rich and 
poor since the formation of the welfare state. Thirdly, the introduction of a statutory 
wage floor in the U.K. and in many developed economies makes it important to study 
people in low paid jobs. Fourthly, awareness that incidences of low pay are as 
recurrent in the western economies as it is in developing economies as seen from 
examples above will further the understanding of the concept of low pay. Finally, the 
current healthy economy on the brink of a world-wide recession makes it crucial to 
understand the function of pay not only for sustenance but also for survival.
2.3 Low  pay defined and m easured
2.3.1 D efining low pay
Pay is the price of labour determined by the intersection of labour demand and supply 
curves within the external market. Pay can be defined as wage per unit of time 
multiplied by unit times worked. It is measured in terms of direct monetary payments 
to employees before tax (Ehrenberg and Smith, 2000). Total compensation on the 
other hand consists of earnings plus employee benefits. In legal terms, pay is the 
consideration provided by the employer for the work done by the worker (Simpson, as 
discussed in Towers, 2003). Hicks (1932, as discussed in Sapsford and Tzanatos, 
1993) states that ‘the theory of the determination of wages in a free market is simply a 
special case for the general theory of value. Wages are the price of labour that in the 
absence of control is determined, like all prices, by supply and demand.’
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2.3.2 M easuring low pay
The term low pay does not find much favour within the economic literature. 
Economic theories are based on the assumption of resource scarcity. Also, positive 
economics typically assumes that people are motivated by rewards and thus people 
will always feel that they need more income. In this context, employees are defined as 
underpaid if their wage is below the market equilibrium (Ehrenberg & Smith, 2000). 
There is no agreed measure of what constitutes Tow pay’. It is generally defined in 
relative terms, in other words, people are considered low paid if they have wages 
below a certain quartile of the distribution.
According to Gosling et al (1997), the term low pay refers to wages that fall below 
some cut offs. There are different ways of arriving at the cut offs. Bain (1999) stated 
that there are three methods of establishing what comes within low pay. The first 
method is based on a formulaic approach which includes the 10th and 20* percentiles 
of the wage distribution in a given economy, or those below half male median full 
time hourly earnings among others. Although this method is a useful way of 
effectively building in an automated mechanism for uprating the level, some consider 
it a mistake to ignore economic and social circumstances (Bain, 1999). The second 
approach is that of basing the cut off on labour statistics of the country. For example, 
the New Earnings Survey and the Labour Force Survey provide estimates of low pay 
based on wage distribution within the U.K. using this method. The Low Pay Unit (in 
the U.K.) in 2001/2002 used 2/3rds of male median earnings as a threshold figure 
when campaigning for a living wage (Low Pay Unit, 2002). A third approach, which 
has been adopted by the National Minimum Wage in the U.K. is a combination of 
median earnings and broader socio-economic circumstances of the society. This 
includes demography, existing tax systems, budget, pay differentials, business costs,
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competitiveness, inflation, employment and public sector finances. The national 
minimum wage (NMW) is expressed as an hourly rate of pay, increased to £4.20 in 
October 2002 for workers aged 22 or over and £3.60 for those between 18-21 years 
(see appendixlfor details). The rates are reviewed by the government after listening to 
recommendations by the Low Pay Commission. Following the Low Pay 
Commission’s recommendations, published in March 2003, the adult national 
minimum wage increased to £4.50 per hour from October 2003. The rate for 18-21 
year olds rose to £3.80 per hour. The Government has also provisionally accepted that 
the rates should increase to £4.85 and £4.10 per hour respectively from October 2004 
(Department of Trade and Industry website).
Stewart and Swaffield (1997, as discussed in Gregg, eds) provide a review of some 
commonly used definitions of low pay. These include setting a low pay threshold as 
the rate of hourly earnings below which 10 per cent of all full time employees fall, 
half male median earnings and half average earnings of all full time employees among 
others. The Council of Europe’s Decency Threshold is set at 68% of average earnings 
of full time employees.
Within research, there is equal diversity in the low pay cut off chosen by various 
researchers. Different studies use different formulaic approaches and it is necessary to 
be careful when comparing results from different studies. Keese, Puyomyen and 
Swaim (1998), Sloane and Theodossiu (1996) have used two- thirds of male median 
earnings, McKnight (1998) uses the European Decency Threshold of 68 percent of the 
mean, while Asplund, Bingley and Westergard- Nielsen (1997) and Eriksson (1998) 
define low paid as those in the lowest quintile of the earnings distribution. The lack of 
uniformity of approach across literature will complicate comparison of studies. Also
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as the choice of low pay threshold is subjective the results from any research will be 
influenced. In March- May 2000 for example, when a minimum wage was in place, 
Dickens and Manning (2002 as discussed in Harkness, 2002) estimated that it directly 
affected 6- 7 percent of workers. Harkness (2002) points out that this result is 
dependent on the definition of low pay and a wider definition will identify more low 
paid workers than conservative ones. For the purpose of this research the guidelines of 
the National Minimum Wage Commission will be used.
2.4 Low pay research
2.4.1 Introduction
Economists take a harsh view of low pay. Low pay is credited to the characteristics of 
the job, the individual and the demands in the market. Ryan (1990, as discussed in 
Bowen et al 1990), suggests that ‘skilled workers will be found in low paid jobs if 
they lack bargaining power or if their employers either lack economic rent in their 
product markets are averse to sharing it with them’. The following sub sections 
describe the main theories in relation to low pay, introduce the idea of subsistence and 
income inequality, and discuss the main area of interest in relation to research on low 
pay.
2.4.2 Theories of low pay
The conventional economic approach describes wage as the product of relative 
demand and supply. The supply of labour or labour force participation- the choice of 
whether or not to work or seek market work- is based on the comparison of market 
opportunities and the benefits of staying at home (Hammermesh et al, 1996). The 
guiding principle of all economic theories is the idea of profit maximisation- people 
are rational and have clear objectives to strive towards the goal of improving their
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current positions. Thus their desire to work and the number of hours they want to 
work will be influenced by the wage rates. If income increases while wages are held 
constant, desired hours of work will go down (income effect), while vice versa will 
lead to an increase in work incentives (substitution effect). An increase in non-labour 
income or wage rates of an individual will lead to steeper indifference curves and an 
increase in the reservation wage of that person. The reservation wage is defined as the 
value of leisure if the individual is not working (Ehrenberg and Smith, 2000) and thus 
it is the value placed on lost leisure time and the wage below which a person will not 
work.
Economists do not provide explanations for any difference from this behaviour. 
Instances of negative relation between wage rates and the quantity of labour supplied 
within the poor are characterised as perverse economic behaviour or low target 
income behaviour without an understanding the causes behind it (Berg, 1961, Dunn, 
1971). Economists accept that the choice to participate in labour is dependent on the 
reservation wage, i.e., will be different for the poor as opposed to the non poor, 
however, they do not look at the working poor when explaining worker behaviour 
(Sharif, 2000).
Classical economic theory of labour demand states that individual employers’ demand 
schedules are downward sloping (Hammemesh et al 1996). As the wage an employer 
pays drops, hiring additional workers becomes profitable. If wage rates rise, 
businesses either reduce their employment or close down resulting in a drop in labour 
demand. When the wage of one group in an organisation increases, the employers 
react by substituting capital or the hours of workers in other groups to compensate for
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the more expensive group. As wage is considered to be the natural price of labour, 
many economists are extremely wary of exerting external influence on the labour 
market. Accordingly wage subsidies, changes in minimum wage rates, union imposed 
wage increases are all felt to affect the quantity of labour the employers will want to 
employ. They also contend that any increase in minimum wages will reduce 
employment. Where substitution of capital for labour is not feasible, the introduction 
of a non universal minimum wage (in this case a different wage for under 21 yrs), will 
lead to reduced employment of the affected group and greater employment of those 
workers who become relatively cheaper (Brown and Crossman, 2000). This prediction 
holds true regardless of the precise magnitude of the parameters that determine the 
shape of the supply and demand curves.
Classical economists feel that a rise in unemployment will quickly lead to falls in the 
level of real wages. This reaction will increase the demand for labour and reduce its 
supply, so allowing a return to equilibrium. A change in the market conditions 
consequently will make the competitive labour market to move towards equilibrium 
through a process of workers and employers revising the wages they seek and offer.
2.4.3 Subsistence
The theory of subsistence plays a key role in maintaining wages. Subsistence is a 
standard of living that allows for satisfaction of the minimum basic needs of life. So, 
it is an absolute minimum relative to the social concept of physical and customary 
necessities in a given community at a given time. In other words, subsistence is 
relative. The Physiocrats’ “iron law of wages” states that wage is determined by the 
minimum subsistence level of workers (Sharif, 1986). The efficiency wage theory 
states that wage rates fulfil two functions, balancing labour supply and demand, and
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the function of motivating workers (Sloman, 1997). The efficiency wage theory states 
that the wage rate should be sufficient to maintain workers’ physical efficiency 
(Liebenstein, 1957 as discussed in Sharif, 1986). If real wages are reduced in times of 
surplus labour, then those workers already in employment may become more 
despirited and less productive. Therefore, even in the face of abundant labour and 
widespread underemployment, the wage rates do not go below a certain minimum.
2.4.4 Incom e inequality
Classical economists attribute the origin of income inequality to human characteristics 
including physical and mental ability, accumulated human capital, the type of 
industry, nature of job and inheritance (Hammermesh et.al. 1996). The maintenance 
of low pay is consequently attributed to accumulated skills and differences in the 
ability to accumulate it, which can be due to differences in education, training and 
ability. Dispersion in the amount of schooling achieved by members of the workforce 
for example, may cause a dispersion of earnings.
The economists maintain that the accumulation of human capital and experience by 
current workers will eventually push them upwards creating a vacuum in the lower 
level, which is filled by new inexperienced workers (Sloman 1997). The existence of 
knowledgeable and experienced workers as well as less knowledgeable and 
inexperienced workers create an imbalance in pay level within a single industry.
The economic causes of income inequality are varied. Riley and Szivas (2001) have 
given an in-depth analysis of the factors determining and maintaining low pay. They 
range from the nature of industry, nature of job, level of skill and human capital 
required, to seasonality, minimum wage legislations, and geographical region among
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others. Income inequality is strongly related to incidences of low pay. Keese, 
Puyomyen and Swaim (1998, as discussed in Asplund, Sloane and Theodossiou 1998) 
found that countries which had higher income inequality, had higher incidences of 
low pay.
Other factors like changes in demography and labour supply and demand, 
international trade and skill based technological change are said to cause the 
increasing wage inequality between skilled and unskilled workers. It needs to be 
mentioned that income inequality specifically affects the unskilled labourers as the 
dependence on skills based technology increases. An in-depth analysis identifying the 
low wage earners and the causes for the same will be done at a further stage in this 
chapter.
On the other hand, completely different reasons are cited for differences in pay 
between industries. The economists attribute low pay in certain industries to the low 
bargaining power of those industries, low demand for the industry’s product or the 
reluctance of the management to share the economic benefits equally with workers. 
Lucifora (1998) found that the effects of trade unions, the structure of collective 
bargaining and the existence of wage regulations additionally influence the wage 
differences between industries. Riley and Szivas (2001) also argue that industrial 
norms play a significant role in keeping the pay rates down. Industrial structure 
according to them is the context in which the influence of competition and 
bureaucratic imperatives operate on pay levels and pay differentials.
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2.4.5 Low Pay literature
Low pay literature can be broadly divided into three streams. First, there are numerous 
studies that aim to identify the factors causing low pay. Adam Smith (1910) in his 
masterpiece ‘The Wealth of Nations’ originally discussed causes of labour wages, 
which still hold true to day. Smith’s view is the basic principle of labour economics- 
wage is the natural price of labour and the masters have an advantage under ordinary 
circumstances, except when there are labour shortages. Smith (1910) also suggested 
that there are five principal circumstances that lead to inequalities in wage rates. 
These five include agreeableness or disagreeableness of the employments themselves, 
the easiness or cheapness or difficulty or expense of learning them, the constancy or 
inconstancy of employment in them, the small or great trust that must be reposed in 
those who exercise them and the probability or improbability of success in them. In 
other words, a combination of the employers attempt to push wage rates down and the 
characteristics of the job lead to the creation and maintenance of low pay. 
Interestingly, he did not comment about worker attributes which subsequent writers 
have attributed low wage rates to. For example, Hicks (1963) asserted low paid labour 
‘is often badly paid, not because it gets less than it’s worth, but it is worth so 
appallingly little.’ The essence of this approach is that the reasons causing low pay are 
related mainly with the characteristics of the workers themselves and their low skills 
and productivity levels.
Current researchers attempt to identify and explore specific factors leading to low pay. 
Thus there are those like McKnight (1998 as discussed in Sloane et al (ed)), Stewart 
and Swaffield (1999, as discussed in McKnabb and Whitfiel, 2000), Stewart and 
Swaffield (1997, as discussed in Gregg 2000 eds) who identify factors determining
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both the incidence and duration of low wage employment. They found that the people 
in low pay often get stuck in low pay and the lack of human capital- education, 
training and work experience are the main determinants of the incidence and duration 
of low wage employment. Webb et al (1996), Sloane and Theodossiu (1994), Jarvis 
and Jenkins, (1997), Cappellari and Jenkins (2002) have identified specific factors 
that cause workers to be low paid. These include nature of job, nature of industry and 
worker attributes. There has been a special interest in identifying specific sections of 
society that have more chances to be low paid such as women (Boheim et al 1999, as 
discussed in Cappellari and Jenkins, 2002), Harkness, (2002), Corti et al (1995 as 
discussed in Asplund, Sloane and Theodossiu, 1998) work shifts (Kosituk, 1990, as 
discussed in Harkness, 2002), age (Elias and Blanchflower (1989 as discussed in 
Asplund, Sloane and Theodossiu, 1998) and nature of work- part time or full time 
among others. Sachdev and Wilkinson (1998 as discussed in Almond and Kendall,
2001) have identified the categories vulnerable to lower rates of pay. At the industry 
level, retail, hotel and catering and distribution trades and services have traditionally 
received most attention (Robson et al, 1997 as discussed in Almond and Kendall, 
2001; Derek Adam- Smith et al, 2003, Brown and Crossman, 2000). Besides, surveys 
like the Office of National Statistics and the New Earnings Survey provide details to 
identify categories vulnerable to lower rates of pay. The aim of these studies is to 
identify the factors without trying to give causal explanations or exert influences. As 
Alfred Marshal (1890) said, ‘it is not the economist’s business to tell the brewer how 
to brew beer’.
The second area of interest income mobility is related to the first. The economists’ 
interest in low paid is with reference to their movement in the earnings cycle. Stewart
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and Swaffield (1999 as discussed in McKnabb and Whitfield, 2000), Stevens (1999 as 
discussed in Cappedari and Jenkins 2002) among others identify the causes of low 
pay and the chances of coming out of low pay. The general view is that the degree of 
upwards earnings mobility is low. Sloane and Theodossiu (1998 as discussed in 
Asplund, Sloane and Theodossiu, 1998), McKnight (1998 as discussed in Asplund, 
Sloane and Theodossiu, 1998), Jarvis et al (1997) among others have documented low 
income transition rates for different worker groups. Atkinson et al (1992) summarised 
the literature identifying key factors influencing income mobility. These include 
tenure- longer tenure in low paid jobs increases the chances of remaining low paid, 
age- it is more difficult for older people to come out of the cycle and gender- women 
are more prone to be low paid jobs. Although the literature identifies different factors 
associated with low pay there is no attempt to look at their relationships (McKnabb 
and Whitfield (2000). Thus in spite of identifying the key factors there has been no 
attempt made to look at the way in which these factors interplay. This provides 
additional rationale for undertaking this research.
There has been some attempt by economists to try to provide causal explanations for 
the low paid remaining so. Attributions to the characteristics of the workers, nature of 
the job and their limited aspirations are said to be the main reasons (McKnight, 1998, 
Stewart and Swaffield, as discussed in Gregg eds 1997, McKnabb and Whitfield,
2000). Low paid are more prone to remain low paid. Dickens (2000) found that there 
is considerable immobility within the earnings distribution from one year to the next, 
specially in the lower ends of the wage spectrum. Dickens found that 48% of the 
males in the bottom decile of the hourly earnings distribution in 1993 were still there 
in 1994. The results showed that many of the low paid workers dropped out of
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employment and only 20% actually moved up the pay cycle. This idea of low pay- no 
pay cycle is supported by others including Lucifero (1998); Stewart (1999 as 
discussed in Dickens et al 2000) and Sloane and Theodossiou (1994). In addition, 
Stewart (1999 as discussed in Dickens et al 2000) found that 42 per cent of those who 
were in low paid work will enter low pay again, compared to 14 per cent of those who 
were highly paid.
However, conventional economic theory does not offer complete solutions to explain 
worker behaviour. Many researchers including Drakopolous and Theodossiou (1997), 
Brown and McIntosh (1998), Clark and Oswald (1996) and Lazear (2000) have 
highlighted drawbacks of the economic literature, which largely takes a macro 
economic perspective ignoring the satisfaction variables. Clark and Oswald (1996) for 
example, admit that relative deprivation is not the norm in economics and they found 
contrary evidence in their study. Moreover, as Pfeffer (1997) observes, some of the 
assumptions made by economists like maximisation and opportunism are not likely to 
be true in most settings with normal human beings, yet managers are encouraged to 
operate as though theses implicit assumptions are always universally true. McKnabb 
and Whitfield (2000) defend the economic position explaining that assumptions are 
made only about marginal behaviour. In other words, there is a lack of research 
explaining normal worker behaviour with reference to low pay.
The third stream of literature is relatively new. It looks at the statutory minimum 
wages. The National Minimum Wage Act 1998, came into force in the U.K. in April 
1999, setting a legally backed minimum rate of pay applicable across the whole 
labour force. The research in this field is quite diverse and ranges from looking at the
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impact of abolishing the wage councils and the statutory minimum pay rates (Radiven 
and Lucas, 1997) to the implications of the introduction of the national minimum 
wage. Simpson (2003 as discussed in Towers (ed) 2003) provides an extensive 
explanation of rates and regulations related to the national minimum wage. The 
research that focuses on the impact of the minimum wage identifies key consequences 
to particular groups like employees (Bain 1998), employers (Brown and Crossman,
2000), (Dickens, Machin and Manning, 1999,), industries (Derek Adam-Smith et al, 
2003), Gilman et al (as discussed in Norris, Adam Smith and Williams, 2003), age 
(Bain 1998), and gender (Eurostat, 2000)
The view that a higher minimum wage necessarily reduces employment was not 
always held strongly by economists. Lester (1964, as discussed in Card and Krueger, 
1995) believed that minimum wage could increase employment in some instances. 
The ‘social economic revisionists’ believed that a number of non economic factors 
such as fairness and ability to pay will influence wage setting and employment. It 
would generate a range of indeterminity within which wages could vary with little 
effect on employment. However, traditional economists’ are always cautious of 
exerting external influence in the market believing that distorting the price of one type 
of input will result in substitution of a cheaper alternative, in this case lower 
employment (Crossman and Brown, 2000). However, most researchers agree that the 
introduction of the minimum wage has not resulted in the expected shocks (Low Pay 
Commission Report, 2000, Robinson, 2002, Derek Adam Smith et al, 2003, 
Metcalf, 1999). Within the low paid sectors, the informal character of employment 
combined with the discretion which firms enjoy over pay setting decisions have 
mediated the introduction of the minimum wage (Derek Adam-Smith et al, 2003).
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The economic literature is quite broad and wide ranged. It identifies the people who 
are more prone to be low paid, their demography and their movements within the 
wage cycle. Although there is a lot of research looking at who stays low paid, there is 
a lack of research that identifies the circumstances surrounding the low paid. Sharif 
(2000) states that while studies of the supply behaviour of workers in general have 
been widely reviewed, those focussing on the labour supply of the working poor have 
eluded proper documentation and deserve attention. Also, as previously identified, 
there is not much economic research looking at the inter-relationship between the 
various factors affecting low pay.
2.5 The role of pay
Although both economists and psychologists agree that pay is important for 
employees, they hold different views in relation to the importance placed on pay. 
Unlike psychologists economists contend that pay is the most important object in a 
working man’s life. Economists are guided by the basic theory of positive economics 
whereby people respond favourably to benefits and respond negatively to costs 
(Ehrenberg and Smith, 2000), and the theory of rationality that dictates that workers 
are rationale and strive towards utility maximisation of happiness. Happiness is 
attained by making choices such as whether to work, accept overtime, acquire 
education or have leisure etc., based on an individuals’ desire to maximise utility. In 
other words, people work to get paid and pay is important as it helps to attain 
happiness. Economists espouse this idea and thus use pay as the main tool to motivate 
the otherwise work avoiding employees. Pay systems have been devised that match 
pay to performance like piece rate incentives (Ehrenberg and Smith, 2000). Paying a 
relatively higher wage than the market or efficiency wages is also employed as it
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motivates and retains the right kind of workforce and benefit plans have been 
designed to improve worker utility (Boijas, 2000).
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Economic theorists have a different standpoint from the psychologists regarding the 
pay satisfaction cycle. The ‘efficient wage theory’; suggests that effort is determined 
by the level of wages and that an individual tends to work ‘efficiently ‘, i.e., less hard 
than someone else receiving the same rewards (Kornhauser et al, 1954). 
Consequently, in order to get more for less, the employers pay premium wage to get 
maximum returns. Classical pre Keynesian wage theories assert that under given fixed 
labour supply, a central equilibrium wage rate emerges where supply and demand 
equate, controlled by economic forces that push and pull when wage rates go up or 
down (Wootton, 1964). Keynesians on the other hand, disagreed with the simple 
notion of elastic- demand schedule for labour. They believe the wage theory to be 
circular and an increase in the general level of wages is seen as a cure of 
unemployment (Wootton, 1964)
Workers are lazy according to economists and aim to subsist. Poor men are generally 
idle in cheap years and industrious in dear ones according to classical economics. 
According to Clark and Oswald (1996) acceptance of pay is relative, and the degree of 
relativity is subjective. People’s acceptance of pay can be explained by herd 
behaviour upto a certain extent. Clark and Oswald (1996) note that herd behaviour 
can be seen extensively in financial markets as well as labour markets where 
individuals look to others to decide whether to join a union, and how large a pay rise 
to demand. Therefore economists explain the behavioural acceptance of low pay in 
terms of the need of the individuals and social comparisons that they make.
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The traditional view of economics of profit maximisation does not allow for so called 
unscientific explanations of satisfaction as a cause of pay acceptance. However, a 
small but growing body of literature attempts to understand factual behaviour at the 
work place. Brown and McIntosh (1998) identified groups that are prone to be 
satisfied with their job. They found that low earners are more satisfied than high 
earners. Capelli and Shearer (1988) also found lower paid groups to be more satisfied 
than those higher up. Clark and Oswald (1996) found workers’ reported satisfaction 
levels to be inversely related to their comparison wage rates. The acceptance of 
existence of non economic factors that cause different behaviours at work has 
developed into a new stream of economics. Personnel economics for example aims to 
use the tools of economic principles to provide causal explanations of many issues 
including the price- effort relationship (Lazear, 2000).
It is important to understand the difference between the acceptance of pay for the low 
paid as opposed to the high paid. An individual will accept an amount of pay and 
come to work if the income exceeds their reservation wage. Therefore, the labour 
force participation will depend on comparing market opportunities and the benefits of 
staying home (Hammermesh, et al., 1996, Borjas, 2000, Ehrenberg and Smith, 2000). 
This explanation however, does not sufficiently explain the working behaviour of the 
poor who do not have a reservation wage to fall back on. Traditional economists 
attributed the forward falling supply curve of this group to limited aspirations and 
subsistence mentality of the working poor. This in itself is contradictory to the 
traditional economic tenet of utility maximisation. Sharif (1991) argued that the 
susbsistency behaviour of the working poor means that they will increase their effort 
with a decrease in income. The idea of subsistence behaviour and its meanings are
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extremely important as they highlight the difference and show the need to study the 
low paid poor separately from the other groups.
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2.6 Wage setting in low pay sectors
Following any influences of collective bargaining or wage floors the wage rate falls at 
the natural intersection of demand and supply. From Adam Smith (1910) to current 
researchers (Sharif, 1991, Hammermesh, 1996, McNabb and Whitfield, 2000) 
economists state that low wages are created as employers push wage rates down to the 
least minimum needed for subsistence. The employers maintain low pay as they aim 
to achieve profit maximisation. The characteristics of the job and the nature of the 
industry aid them by providing either a large workforce, or low skill requirements 
within the job as in the case of the tourism industry (Cullen, 1997). Additionally as 
Sharif (2000) notes that in most labour dependent economies, the reserve army of 
unemployed labourers maintains low pay.
Just as a host of factors combine together to create low pay, a multitude of factors 
assist in maintaining low pay. Riley and Szivas (2001) list the major factors that keep 
the pay down within the tourism industry. These include occupational choice, 
attractiveness of the job, transferability of skills, accumulation of human capital over 
time, weak internal labour markets and availability of local market which in turn lead 
to a cultural norm of a said industry being low paid or high paid, and the industry 
maintaining the status quo.
People are attracted to low pay because of limited occupational choice and 
compensatory factors (Riley and Szivas, 2001). A combination of personal and social
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factors contribute to shaping an individual’s choice of work along with their present 
or future orientation to accept trade offs. Compensatory factors might include ease of 
learning, attraction and low skill requirements among others. Reservation wages 
might also directly influence an individual’s choice to undertake low paid jobs. As 
Borjas (2000) observes, there is some evidence suggesting that poorer families have a 
higher discount rate or discounts receipt of future income, as returns to education are 
far off, leading to them acquiring less schooling. The length of unemployment also 
has a direct effect on the asking rate, as the longer a person has remained in 
unemployment, the more they will compromise on their starting rate. Consequently, 
workers also accept low pay as they do not have the resources to fight to increase 
wage rates.
It is debatable as to whether workers are aware of their limited occupational choice. 
Economics bases its assumption on the fact that workers are completely aware of 
alternate choices available even though some research has proven otherwise (Lazear,
2000). Limited occupational choice for example is partly based on accrued human 
capital. For example, for the workers to accept low pay based 011 their experience in 
tourism, they should be aware that skills do not dramatically increase with time. The 
researcher did not come across any research addressing this issue.
2.7 Characteristics of low wage jobs
In the UK, The Low Pay Commission Report and the Office of National Statistics, 
identify particular sectors of the society as being low paid (1998). They identified 
retail, textile, hospitality and healthcare industries as specifically low paying sectors 
of the economy (see appendix 2). They found that more than half of low paid work is
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concentrated within these industries and that the concentration is disproportionately 
high in comparison with employment in these industries. This accounted for around
1.2 million workers out of 4.3 million workers who earned less than £3.50 per hour 
(The National Minimum Wage Commission, 1998).
The size of the organisation is a key factor with smaller firms more prone to 
employing low paid workers. The likelihood of being low paid is also affected by 
whether the person is working within the private, public or voluntary sector. 
According to the NMW Commission, the private sector has a higher proportion of 
low- paid employees than the public sector. London and the South East of England are 
identified as having the highest incidences of low pay compared to other regions in 
the U.K.
Within industries, pay is very low in specific groups. In hotels and restaurants for 
example, the New Earnings Survey (as discussed in Thomas and Townsend, 2001) 
shows that in 1997 hourly earnings for men were 75% of the average of all sectors, 
and for women 83%. They state that the majority of low earners are women, and 
young people. A major factor for the prevalence of low pay among women and young 
people is the working patterns of these workers many of whom are part time or at 
home workers. The National Minimum Wage Commission (1998) further found that 
low pay is highly occurring in bars and restaurants in comparison to larger hotel 
establishments. The Low Pay Unit further classify the bar staff as being the least paid
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2.8 Characteristics of the low paid
The low paid are often characterised to be working extremely long hours, holding 
more than one job (Sharif, 2000). Within the U.K, the number of people with second 
jobs increased by 68 per cent between 1984 and 2001 (Office of National Statistics,
2001). Sethi and Semic (2002) suggested that men and women in traditionally low 
paid jobs may have a second job to supplement their income. Multiple job holding or 
moonlighting is commonly assumed to be caused by hours constraint on the primary 
job that limits the primary job’s earnings capacity and causes economic hardships 
(Kimmel and Conway, 2001; Avrett, 2001). Furthermore, the average moonlighter 
receives lower wages, works longer hours and is poorer than the average worker and 
taking a second job is often not enough to raise a moonlighter’s income to that of the 
average worker (Kimmel and Conway, 1998).
From the employees’ perspective, the likelihood of being low paid is influenced by 
many factors (see appendix 3). Gosling et al (1997) identify the type of people who 
are more prone to be low paid using the British Household Panel Survey data. They 
identified gender, job type, tenure, qualifications, job specific skills and absence from 
job time as important factors causing low pay. Women employees are seen to be the 
most vulnerable. Some groups such as ethnic minority workers and young people are 
also more prone to be low paid. The probability is further increased by certain 
employment patterns such as part time and casual work. Low pay according to the 
Minimum Wage Commission (1998) is particularly prevalent in casual and seasonal 
work. Also, part time workers are more prone to low pay due to their job often being 
low skilled. Men are generally found to be either students or towards retirement while 
women are more evenly distributed along the age distribution.
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Before its introduction, the Low Pay Commission (LPC) estimated that that the NMW 
would affect around 2 million workers (9% of the total workforce). Since then the 
LPC has revised its estimate of the number of workers affected to 1.5 million in 
February 2000 and 1.3 million in March 2001. This constitutes around 5.4% of 
workers: 5.3% of adults and 6.6% of young workers. The difficulty in accurately 
predicting the numbers affected is due to limitations in the official survey data. The 
Office of National Statistics (ONS) identified 330,000 people as being employed in 
low paid jobs in the U.K., in 2002, which came down to 260,000 in 2003.
The overall pattern of low pay is not straightforward. Many factors frequently 
combine to increase the chances of a particular worker being low paid as in the case 
of women part time workers. Eventhough particular sections are identified as being in 
low paid jobs, there are problems in generalising across the sections. For example, 
tourism has been identified with some highly paid jobs including airlines and cruise 
liners as well as some of lowest paid jobs like working in bars and restaurants.
Asplund et al (as discussed in Gregg, 2000), show that differences exist in wage 
distributions across countries. According to them, USA, Canada, UK and New 
Zealand have the highest extent of relative low pay and increases in inequality over 
the last twenty years. Among industrialised nations, Britain has the highest 
deterioration of the low paid in the bottom decile (Dickens et al 2000).
A study of the wage systems in other countries shows that most European Countries 
and countries of the OECD (Organisation for Economic Co-operation and 
Development) have had minimum wage systems for years (The National Minimum
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Wage Commission, 1998). Minimum wages in Australia, Canada, France, Japan, 
Portugal, New Zealand, Spain and the USA are set by statue. Belgium and Greece 
have a hybrid system in which the minimum wage is set through a national agreement 
between the social partners, but is legally binding in the private sector, while the 
public sector has its own arrangements (see appendix 4 for details).
2.9 Issues and future of low pay
2.9.1 Issues
Given the extent of low pay incidences in Britain, there have been remarkably few 
British empirical analysis of the problem (Sloan and Theodossiou, 1994). This can be 
partly attributed to the methodological issues in measuring low pay. As discussed in 
section 2.3, there is no common agreement on how to measure low pay. Problems of 
comparisons arise as low pay can be defined as an absolute figure or as a relative 
concept focussing either on wage distribution or on the dispersion of earnings. 
Moreover, collecting information on pay is itself problematic as earnings may vary 
because of differences in pay system administrations like piece rate, hourly or 
monthly (Atkinson et al, 1992). Sloan and Theodossiou (1998 as discussed in 
Asplund, Sloane and Theodossiou 1998) express uncertainity about the unit for 
measuring pay- hourly, weekly, monthly; full time or part time workers stating that 
the resulting information would be strongly influenced by the choices made.
Economists largely believe low pay to be the result of the position of the labourer 
within the economy that is best left on its own. However, this view is largely based on 
abstract theoretical reasoning rather than on systematic empirical studies. Card and 
Krueger (1995) state that economic textbooks rarely cite any evidence for the
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hypothesised negative impact of the minimum wage. Moreover, according to them, 
although many models of the labour market have been developed, much of what 
occurs in that market remains a mystery to the economists. Furthermore, many 
features of the labour markets are at odds with simple models presented in 
introductory textbooks.
Economists state that they are not in the business of finding causal attributes to 
worker behaviour’. Yet they attribute the negative relation between wage rates and the 
quantity of labour supplied within the working poor on perverse economic behaviour 
or limited aspirations even when they are observed to input long working hours 
(Sharif, 2000). Given the extent of long hours input by the low paid, there definitely is 
a case for distress selling of labour rather than perverse economic behaviour.
Although the economic research on low pay identifies different factors associated 
with low pay, there is no attempt to look at the relationships between the factors 
(McKnabb and Whitfield, 2000). A multivariate analysis into the causes of pay is seen 
as essential in order to get a holistic understanding of the pay process. Behaviour is 
explained only in marginal terms not in normal terms ignoring normal rational 
behaviour. Given that the low paid are right at the bottom of the wage distribution, 
putting in extremely long hours, it is important to understand both their normal and 
marginal behaviour.
The idea of subsistence disapproves the classical approach of limited aspirations and 
perverse economic variable. The introduction of subsistence in low pay through wage 
determination leads to a need of understanding the concept of subsistence itself. As 
discussed previously in section 2.4.3, subsistence is a standard of living that allows
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for satisfaction of the minimum basic needs of life, both physical and customary 
(Sharif, 1986). In other words, it can be contended that the meaning and level of 
subsistence in U.K. is different from the meaning of the same in a developing country 
like for example India, and consequently, it might be argued that subsistence may be 
prevalent in the South East of England as it is in the states of India. Therefore, the 
understanding of low pay and subsistence becomes necessary whatever the economy.
The wage cycle is quite different for the low paid as compared to the highly paid. As 
shown by Dickens et al (2000) and Stewart (1999 as discussed in Dickens et al,
1999)), there is difference in the movement across earnings distributions of the low 
paid and the high paid. This supports the theory by Sharif (1986) that the economic 
behaviour of the low paid is different to some extent in comparison to the high paid. 
Given this and also the gaps in the economics literature alongwith a need for 
empirical research looking at low pay, any study which focuses on this subject would 
be a contribution to the overall understanding of the low paid.
2.9.2 Future of low pay
The future of low pay is important. The Henley Centre (as discussed in Furnham,
2000), proposes that working hours will reduce drastically, 25 hour- three to four day 
weeks. Changes in the work force consequently means that fortunate workers of the 
future will have more benefits, however the unfortunate will have increasing 
insecurity and will fall into the employment underclass having lower bargaining 
power over pay. Although a prediction, current technological advances support this 
notion of fewer workers and so it looks as if low pay is here to stay. Definitions of 
low pay thus become relevant to concerns of low pay in the modern world. Moreover,
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as the world prepares itself to enter a recession, the issues of subsistence and low pay 
take on a new meaning and importance for both the academia and the industry.
2.9.3 Summary of issues
The previous sections 2.9.1 and 2.9.2 highlighted some ideas that need further 
understanding in the economics literature. This section lists some specific questions 
that arise out of this chapter. Firstly, the circumstances surrounding the low paid are 
different from the others. Sharif (2000) pointed that the people in low paid jobs often 
work extremely long hours while the Low Pay Commission (1998), Eurostat (2000) 
among others identified that they often fall in specific categories like gender, age, and 
occupation. Their unique circumstances make it imperative that they should be looked 
at separately. Secondly, although economics provide some answer as to how rational 
choices are made, it does not sufficiently explain what the major variables involved 
are in making the choice. Are the decisions based on alternative costs and benefits or 
do they follow some rational interpretation of market prospects? Furthermore, 
although economics helps a great deal in understanding why people choose low paid 
jobs in terms of their personal characteristics, market characteristics, job 
characteristics and trade offs, there is something lacking. If people are doing the job 
because they do not have another option, then they should be unhappy. But research 
in hospitality and other low paid industries have reported high levels of satisfaction. 
In fact, research by the CEPR (Brown and McIntosh, 1998) found that those who 
were low paid were happier than high paid people. Therefore, research needs to 
address this issue of what makes people stay in their low paid jobs. Finally, an area 
that has been largely ignored is the effect of pay levels on pay acceptance and the 
relationship between the worker and the pay levels. Research shows that the
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constituents of pay for low income are somewhat different to that of high income. The 
Household Below Average Income study (HBAI, 2000/01) for example identified that 
benefits were the main source of income for the bottom quintile whereas earnings 
were the main source for the other four quintiles increasing along the distribution 
(HBAI, 2000/01). Consequently, it is important to understand the meaning of pay for 
the low paid as opposed to the high paid. Since these questions require some 
understanding of human psychology as well as market dynamics the search needs to 
go into and beyond the scope of economics bringing in human sciences to better 
understand this process.
2.10 Summary
This chapter looked at the economics of low pay. It provided definitions and a 
rationale for researching into why people stay in low paid jobs. Overall, it found that 
there are no accepted definitions of low pay but some common approaches of defining 
low pay like formulaic methods or methods that take into consideration broader socio 
economic circumstances.
It was found that the people in low pay displayed similar characteristics including 
working long hours and holding multiple jobs. Traditionally certain people are more 
likely to be low paid, women and young people, people working in the hospitality 
industry, among others were found to be at the receiving end of low pay. Low pay is 
seen to be the result of individual and occupational circumstances. The economists 
mainly attribute the cause of low pay to physical and mental ability, accumulation of 
human capital, type of industry and nature of the job.
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The study found that the traditional view of utility maximisation is still upheld by 
modern economists to explain worker behaviour. Low pay and income inequality 
were explained by various organisational, employee and work related factors. 
Economists attribute the maintenance of low pay to characteristics of the job, 
accumulation of skills, limited aspirations of employees and the easily available large 
external labour market all leading to the employers having a stronger bargaining 
power. The kind of jobs offering low pay are ones often associated with low skills 
which do not allow the accumulation of skills over time. This in turn leads to a lack of 
bargaining power by the employees and also a lack of opportunities. Consequently, 
these people in low pay stay on in low pay and find it more difficult to cross over. 
The lack of reservation wages and alternative incomes further force people to 
continue to accept low pay.
Economists are unanimous in stating that pay is the most important appeal and what 
brings people to work. However, except for the few theorists looking at subsistence, 
there is not much research on the importance of pay for the low paid as opposed to the 
highly paid. Moreover, economists largely ignore the importance of the meaning of 
pay beyond its relevance to getting people to work. They do accept however that 
maximisation might not always be the case even if they continue to assume so. 
Therefore, understanding economic performance on its own is neither interesting nor 
complete. According to Oswald and Clark (1996) the relevance of economic 
performance is that it is a means to an end, which is the enrichment of mankind’s 
feeling of well being. The next logical step would be thus be to understand the 
psychological arguments of why people stay in low pay.
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This chapter has summarised the literature on the economies of the low paid and 
raised some important issues for research. It has identified the people who accept low 
pay, the circumstances surrounding them and why they remain in low pay. The next 
chapter looks at satisfaction with earnings and attempts to understand the 
psychological contentions as to why people are and stay on in low pay.
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S. Thozhur Satisfaction and Low Pay
CHAPTER 3 
SATISFACTION AND LOW PAY
Anything can be money: stones, iron, gold, tobacco, silver, shells, cigarettes, copper, 
paper, nickel, etc. What makes these things money is not what they are, but what they 
are used for. The value o f money is the value people attribute to what they want to 
exchange, no more, no less. [Milton Friedman]
3.1 Introduction
The aim of chapter three is to review the psychological arguments of why people stay 
in low paid jobs. In this second literature review chapter, the focus is on pay 
satisfaction. In this regard, the chapter has four main objectives. First, to introduce the 
concept of pay satisfaction through the major theories and models. Second, to 
describe the specific theories concerning satisfaction with low paid jobs. Next to 
identify the key factors that appear to influence the acceptance of low pay and point 
out any deficiencies in current research. And last to summarise the chapter and 
provide the groundwork for a theoretical framework.
This chapter is designed along the lines of the objectives that are discussed above. The 
chapter is divided into ten sections. Section 3.2 first identifies the role of pay and its 
importance to both employees and employers at work and then introduces the concept 
of pay satisfaction. Section 3.3 summarises the key areas of interest in relation to pay 
satisfaction research. Section 3.4 looks at the relationship between level of pay and 
pay satisfaction. Section 3.5 describes in detail the main theories of pay satisfaction 
and their drawbacks in explaining satisfaction with low pay. Section 3.6 identifies two 
specific theories that attempt to explain how people could be satisfied with low pay.
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Section 3.7 outlines the two main models in research that conceptualise the process of 
satisfaction with pay. Section 3.8 describes the various issues and identifies gaps 
within pay satisfaction research. Section 3.9 briefly discusses the relationship between 
pay and job satisfaction. Section 3.10 summarises the key findings of the chapter.
The next section firstly discusses the importance of pay and then introduces the 
concept of satisfaction with pay.
3.2 Pay and satisfaction with pay 
3.2.1 Introduction
Since man began bartering livestock around 9000 BC (Glyn, D, 1996), the face of 
money has come a long way but its value remains the same. Money received in return 
for work done or pay, continues to play an important part in people’s lives. Opsahl 
and Dunnette (1966) state that people everywhere seem to behave as if money were a 
prime goal.
This section first looks at the relevance of pay from both the organisational and 
employee perspectives. It then introduces the concept of pay satisfaction.
3.2.2 Importance of pay at work
Pay is crucial from an organisational perspective as it accounts for a major fraction of 
organisational expenditure. According to Shaw et al (1999), compensation costs are 
estimated to account for between 10 to 50 percent, and in some cases 90 percent of an 
organisation's operating expenses. Moreover, pay is one of the most significant 
techniques available to practitioners for managing employees. Kessler (2003) states 
that pay is a central concern and a key pillar of the employment relationship. Brown et 
al (2003 as discussed in Edwards, eds, 2003) agree suggesting that it is not only a core
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element, but it is also the most conspicuous aspect of the employment relationship and 
thus of fundamental interest to the employers.
Furthermore, pay is immediately related to the other factors of organisational 
significance including job satisfaction, motivation, and performance among others. 
Henemami (1992) found a strong positive relationship between pay and performance, 
which has been supported by other researchers (Opsahl and Dunette, 1966; Lawler, 
1971). Lawler (1971) believes that pay can be used to make employees feel satisfied 
with their job, motivate them, gain their commitment to the organisation, and keep 
them in the organisation. Peck, (1984) additionally states that pay is one of the main 
management techniques employed to improve performance and the first priority of 
compensation systems is to tie pay to performance. In short, it may be contended that 
pay is an extremely crucial factor for both employees and employers at work.
As pay serves many functions to individuals and organisations, their attitudes toward 
and their reactions to pay through acceptance are essential in understanding overall 
behavioural reactions to the organisation. However, most psychological theories 
according to Tang (1995) ignore the contribution of pay as related to work attitude 
and behaviours. It is essential according to Katz and Kahn (1966) to focus on the 
psychological issues concerned with pay as any knowledge gained is likely to 
contribute to the understanding of human behaviour at work.
3.2.3 What is pay satisfaction?
Pay can be defined as the sum total financial compensation that an individual receives 
for work done (Ehrenberg and Smith, 2000). Pay satisfaction can simply be described 
as satisfaction with pay (Heneman, 1985). Locke, (1969) suggests that pay
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satisfaction is a function of comparison between the perceived amount of pay that one 
wants to receive and the actual amount received, and when congruence exists between 
the two, pay satisfaction results. In other words, a person’s satisfaction with the 
fairness of the pay for his job is determined by what he wants from his job and what 
he perceives he is being offered. Both ‘what he wants’ and what ‘he is being offered’ 
are hypothesised to be influenced by personal (e.g, experience) and environmental 
(e.g. job characteristics) variables.
Other researchers have argued that pay satisfaction is determined by what one expects 
to receive rather than what one wants (Lawler, 1971, Heneman and Schwab 1985), 
They view pay satisfaction as a discrepancy between how much pay one feels one 
should receive and how much one feels is actually received. This approach combines 
the idea of discrepancy alongwith Adam’s (1965) equity theory of social comparisons 
and has found significant support within literature (Miceli et al, 1991, Brown, 2001, 
Blau, 1994, Summer and DeNisi, 1990, Rice et al, 1991)
3.3 Pay satisfaction research
3.3.1 Introduction
The section summarises the research on pay satisfaction. It looks at three broad areas 
occupying the interest of pay satisfaction researchers. These include the causes of pay 
satisfaction, the consequences of pay satisfaction and ways of measuring pay 
satisfaction.
3.3.2 Causes of pay satisfaction
The first group of research looks at the causes of pay satisfaction. Numerous studies 
have examined how pay satisfaction relates to a number of variables. The results of
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these studies are varied. Studies on background and individual characteristics (e.g. 
age, education and tenure) suggest that they are inconsistent predictors of pay 
satisfaction (Shaw et al, 1999, Dreher, Ash and Bretz, 1988; Heneman, Greenberger 
and Strasser, 1988, Judge, 1993, Phillips, Rice and McFarlin, 1990, Ronan and 
Organet, 1973, Huber, Seybolt and Venemon, 1992, among others). Research in 
gender differences has been inconclusive. While some researchers found that men 
valued pay more highly than women (Crosby, 1982, Jackson and Grabski, 1988, 
Major and Konar, 1984), others found no significant difference between men and 
women in the importance placed on pay (Keaveny and Inderriden, 2000, Mottaz, 
1986).
The idea of discrepancy as discussed earlier is another focus of interest. Pay 
satisfaction research uses discrepancy or fairness models, eg. Henemann, (1985); 
Lawler, (1971) to understand the causes. These models consider pay satisfaction to be 
the result of discrepancies between (a) an individual’s own inputs and pay level, and 
(b) other individuals’ input and their pay levels. Some studies provide empirical 
support to these suggestions with respect to pay satisfaction (e.g. Rice et al 1990, 
Sweeny, McFarlin and Inderrieden, 1990, Folgor and Konovsky, 1989). This idea of 
discrepancy strongly influences equity theory which is discussed in section 3.5.7. 
Another theory partially influenced by the idea of discrepancy is the reference group 
theory. The reference group theory suggests that pay satisfaction is caused by 
comparisons with referents. According to Blau (1994) pay referents are an important 
predictor of pay level satisfaction. Brown (2001) identified five referents that could 
have implications of inequity for pay level satisfaction including market,
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organisational, financial, social and historical referents. This theory will be discussed 
in depth in section 3.6.3.
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Perceptions of procedure and distribution of pay is said to have a positive effect on 
pay satisfaction (Tremblay, Sire and Balkin 2000). Research on the theory of 
distributive justice looking at the amount and form of compensation, suggests that 
feeling underpaid is affected by a sense of what level of pay is just and fair (Alves and 
Rossi, 1978). The sense of distribution is strongly influenced by social norms of who 
should be paid what. Theories of procedural justice argue that the way compensation 
is distributed influences pay satisfaction. Perceptions of procedural justice 
(procedures to determine compensation) are said to explain a large portion of the 
variance in pay satisfaction by some researchers (Dyer and Theriault, 1976; Weiner, 
1980). Whether the method of pay distribution is seen to be fair and correct and how 
closely it matches performance are said to have an effect on satisfaction with 
earnings. Pay for performance plans and piece rate incentives are two methods of pay 
administration that are built on the idea of procedural justice.
In sum, despite extensive research, few stable predictors of pay satisfaction have been 
identified. There have been many studies adding on or disputing the inter relationship 
between different variables. However, there is a lack of studies that actually looks at 
the whole picture of pay satisfaction since Lawler (1971) first proposed a model of the 
determinants of pay satisfaction.
3.3.3 Consequences of pay satisfaction
Pay is an important outcome that employees derive from work (Lawler, 1971). 
Although there are arguments in the field of psychology whether pay causes
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satisfaction, the extent of its relevance in combination with other work and individual 
variables is undisputed. Heneman (1985) stated that employee pay satisfaction can be 
a more important facet of job satisfaction to many employees than satisfaction with 
other facets such as work, co-workers and supervision.
Whether or nor pay causes satisfaction, according to research on pay satisfaction, it 
definitely causes dissatisfaction (McGregor, 1960, Lawler, 1981, Tang, 1995). The 
consequences of pay dissatisfaction can be broadly divided into two outcomes, first 
employees’ physical and psychological health (depression, life satisfaction and 
somatic complaints), and second, employee behaviours and intentions (job search 
intent, performance, absenteeism and turnover). In relation to the physical 
consequences, Shaw and Gupta (2001) found a strong relationship between pay 
fairness perceptions and life satisfaction, depression and somatic complaints. They 
suggest that unfair pay perceptions will result in greater psychological and physical 
problems when money is badly needed by an employee. In other words, the higher the 
financial need the more pay is central to the employees, suggesting that discrepancies 
of pay satisfaction could be stronger for the low paid.
The behavioural consequences of pay satisfaction are inconclusive (Heneman and 
Schwab, 1985, Lawler, 1971, Quinn et al, 1974). The behavioural outcomes of pay 
dissatisfaction have found more consensuses. Some of the key behavioural 
consequences of pay dissatisfaction identified within literature include subsequent 
employee behaviours like absenteeism (Cotton and Tuttle, 1986; Weiner, 1980), pro­
union voting behaviour (Heneman and Sandver, 1983) and turnover (Lawler, 1971, 
Heneman, 1985).
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3,3.4 Measures of pay satisfaction
The final group of studies in the field of pay satisfaction look at ways of measuring 
the concept. Given the importance of pay satisfaction in organisational life, much 
research has been devoted to try and measure this difficult concept. There are three 
main scales that measure pay satisfaction. The first is the Minnesota Satisfaction 
Questionnaire (MSQ) developed by Weiss, Dawis, England and Lofquist (1967) 
which is designed to measure an employee's satisfaction with his or her job. The long 
form MSQ measures satisfaction on 20 five-item scales (Not Satisfied..Somewhat 
Satisfied.Satisfied.. Very Satisfied..Extremely Satisfied). A  shorter version is also 
developed consisting of 20 items from the long-form MSQ that best represent each of 
the 20 scales.
The second instrument is the Job Descriptive Index (JDI), developed by Smith, 
Kendall, and Hulin (1969). The Job Descriptive Index (JDI) measures five important 
aspects of job satisfaction including: satisfaction with the work itself, satisfaction with 
pay, satisfaction with opportunities for promotion, satisfaction with supervision, and 
satisfaction with co-workers. The full-length JDI subscales contain either 9 or 18 
items, with an overall total of 72 items. Each item is very short—a descriptive word or 
phrase, to be answered with a yes or no.
The third main measure of pay satisfaction is the Pay Satisfaction Questionnaire 
(PSQ) designed by Henemann and Schwabb (1985). This was the first major measure 
which looked exclusively at pay satisfaction rather than combining it with job 
satisfaction in general. Henemann and Schwabb (1985) argued that the predominant 
models of pay satisfaction (Dyer and Theirault, 1976; Lawler, 1971) are multi­
dimensional in nature and thus challenged the efficacy of using a uni-dimensional
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measure of pay satisfaction. They defined the dimensions of pay satisfaction as pay 
level, raises, benefits and structure & administration based on initial factor analysis 
which was supported in future studies (Judge, 1993, Huber, Seybolt and Venemon, 
1992). They designed the 18 item PSQ on a five point likert scale (Very
dissatisfied Very satisfied) to assess these five dimensions. Since its
introduction, the PSQ has been used in many studies and successfully validated as a 
tool for measuring pay satisfaction. (Ash, Bretz and Dreher, 1990; Carraher, 1991; 
Carraher and Buckley, 1991; Heneman, Greeberg and Strasser, 1988; Judge, 1993; 
Lance and Scarpelloe, 1989; Mulvey, Miceli and Near, 1991; Buckley and Carraher, 
1996, among others).
In regard to the effectiveness of these three instruments for measuring pay 
satisfaction, Henemann and Scwabb (1985) and Blau (1994) argue that the JDI and 
MSQ are deficient in capturing the satisfaction variance of the total compensation 
system, and are only making inferences about pay level satisfaction. The suggestion is 
that uni dimensional concepts capture only the pay level satisfaction. This knowledge 
could be important when designing the questionnaire for this research. The next 
section describes the nature of relationship between pay levels and pay satisfaction.
3.4 Level of pay and pay satisfaction
Level of pay has frequently been positively related with pay satisfaction (Heneman, 
1985, Lawler, 1971, Tang, 1985, Giles and Barrett, 1971, Porter, Greenberger and 
Heneman, 1990). An increase in pay level for an individual will lead to an increase in 
pay satisfaction. However, studies have found that lower paid workers express higher 
satisfaction than higher paid workers (Cappelli and Shearer (1988), Brown and 
McIntosh (1998)). According to Maslow (as discussed in Buchanan and Huczynski
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2001) after a level of pay is reached other factors become more relevant, and after this 
point increases in pay levels might not automatically lead to increase in satisfaction.
3.5 Theories explaining pay satisfaction 
3.5.1 Introduction
There are numerous theories within the fields of psychology and economics that can 
be invoked to describe people’s reaction to pay. Economic theories and psychological 
theories correspond in their outlook that linking pay to performance should increase 
performance, but disagree on the extent of importance that should be placed on pay. 
Economists would list pay as the one and only reason for coming to work, while 
psychologists would place pay among a host of personal and work variables. The two 
fields also disagree in what are the causes of satisfaction with pay. Heneman (1992) 
observes that while economic theories emphasise on the opportunity costs to the 
employment decisions, psychological theories give priority to the attractive outcomes 
to individuals as a major incentive. The following sections identify and elaborate on 
the major psychological theories explaining pay satisfaction.
3.5.2 Herzberg’s Two factor theory
On the basis of an extensive study involving engineers and accountants Herzberg et al 
(1959) classified job factors into motivators and hygiene factors. The motivators when 
fulfilled will lead to satisfaction, while the hygiene factors when satisfied will not. 
The suggestion is to focus more on the motivators and redesign jobs in order to 
achieve job enrichment.
Pay according to Herzberg et al (1959) is both a motivator and a hygiene factor. As 
Lawler (1971) observes, pay is a satisfier only as long as it is necessary to fulfil the
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basic requirements. Once a level of pay is achieved, it becomes a hygiene factor and 
no longer leads to satisfaction. This line of reasoning might not be completely 
justified as the amount of money required increases with increasing pay creating a 
higher requirement for pay. Thus current wage increases could be used to motivate 
people to seek the next wage increase.
3.5.3 Maslow’s theory of hierarchy of needs
Maslow (as discussed in Buchanan and Huczynski 2001) posited a ‘hierarchy of 
human needs’ based on two groupings: deficiency needs (physiological needs) and 
growth needs (psychological needs). Within the deficiency needs, each lower need 
must be met before moving to the next higher level. Once each of these needs has 
been satisfied, if at some future time a deficiency is detected, the individual will act to 
remove the deficiency.
According to Maslow, an individual is ready to act upon their growth needs if and 
only if their deficiency needs are met. At subsistence level this means that people are 
more focused on attaining their basic physiological requirements and thus more 
focused on pay. Their satisfaction is consequently guided by the fidfilment of their 
deficiency needs that require money rather than their growth needs. Maslow’s theory 
suggests that pay is extremely significant for people at the lower end of the pay scale 
compared to those at the upper end.
3.5.4 Expectancy theory
Expectancy theory is a cognitive theory which argues that human behaviour is 
directed by the conscious expectations that people have about their behaviour leading 
to the achievement of desired goals (Buchanan and Huczynski, 2001). In other words,
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behaviour depends on the outcomes that an individual values, and the expectations 
that a particular type of behaviour will lead to those outcomes. Consequently, 
according to Heinemann (1992) and Vroom (1964) pay under expectancy theory is 
likely to lead to satisfaction when
• Performance is accurately measured in order to able the employees to perceive a 
direct link between effort-performance(expectancy) and performance-rewards 
(instrumentality)
• Increased pay is a valued outcome for employees to perceive positive valence for 
their output.
• The relationship between pay and performance is clearly defined to ensure that 
performance is seen as instrumental to pay increase by the employees.
• Opportunities to improve performance exists
• Expectancy and valence must exist within the employee
However, expectancy theory has been criticised on various grounds. Firstly, it does 
not effectively account for all kinds of organisational situations. Kennedy, Fossum 
and White (1983, as discussed in Heinemann, 1992) note that expectancy theory 
seems to work well on individuals rather than groups. It does not account for group 
norms, for example, which influences productivity significantly (Buchanan and 
Huczynski, 2001). Secondly, it does not make allowances for the external conditions 
that may play a role in pay satisfaction. Economic considerations do influence pay 
satisfaction according to Hulin et al (1985, as discussed in Judge and Watanbe, 1993) 
who argue that in periods of labour over supply, employees will perceive their inputs 
less valuable as there are others present in the market willing to contribute their inputs 
for a similar or lesser rate of output. Finally, the theory does not specify how people
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learn what is appropriate behaviour in different stimulus situations. According to 
Lawler, (1971), expectancy theory does not explain how people develop their beliefs 
about the consequences of behaving in a certain manner nor does it explain how 
people develop their response stimulus subjective probabilities. Why do some people 
for example, believe that if they perform well, there is a high probability of a pay rise, 
while others believe there is a very little chance of a pay rise under similar 
circumstances?
3.5.5 Equity theory
Adam’s (1965) equity theory unlike its predecessors suggests that satisfaction besides 
being influenced by pay- performance relation of the individual employee, is also 
affected by the pay- performance relation of significant others. If an individuals’ 
output/ input ratio is perceived to be lower than another’s’ then that individual may 
feel under rewarded and work towards equating it with the compared individuals.
Equity theory is an important instrument to understand pay satisfaction. It makes 
prediction concerning four different pay inequity situations. Lawler (1971) states that 
an individual can be oveipaid, underpaid, piece rate or hourly, and reactions will 
differ accordingly. For example, if an individual feels underpaid within piece rate 
incentives, he will react by reducing the quality (thus producing low quality goods in 
large numbers), whereas if he feels underpaid in hourly system, he may decrease 
output.
Equity theory also has its share of criticisms. Similar to most other psychological 
theories, equity theory does not take the external situation into consideration to 
accoimt for individual motivation. For example, perception of available opportunities
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and the chances of getting them could influence pay satisfaction. Hulin et al (1987) 
found a significant relationship to exist between turnover and availability of jobs. The 
theory also does not account for the presence of incomplete information an individual 
might posses and make decisions based on them. Beach (1997) argues that individuals 
rarely have complete knowledge and tend to satisfice based on available facts.
3.5.6 Drawbacks of major theories
This section has provided an in depth description of the major theories that can be 
used to understand pay satisfaction. These theories identified ways in which pay can 
cause satisfaction either through comparisons, needs, as a satisfier, or in the form of 
expectations.
The theories however do not sufficiently provide an understanding into the pay 
satisfaction process. The theories did not take external factors like perceived 
opportunities as possible influences on pay satisfaction. Also none of the theories 
attempt to explain the satisfaction of pay for people in low paid jobs. As Maslow (as 
discussed in Buchanan and Huczynski, 2001) observes, people whose deficiency 
needs are fulfilled will act differently from those whose deficiency needs are not 
fulfilled. Thus people in low paid jobs will behave differently from other groups, but 
the theories do not sufficiently look into the satisfaction of pay in reference to whether 
the job is low paid or not.
Thus far the research has come up with many theories explaining pay satisfaction. It 
found some conflict in terms of definitions, causes and consequences, the theoretical 
underpinnings and the measurement of the concept. The next section identifies two 
theories that can be invoked in order to explain satisfaction with low pay.
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3.6 Satisfaction with low pay
3.6.1Introduction
The previous section identified the main psychological theories that can be used to 
explain pay satisfaction. It identified the lack of research that looks specifically at 
satisfaction with low pay. This section identifies two theories that could be used to 
explain the satisfaction with low pay.
According to the research on pay level satisfaction, pay satisfaction increases with 
increase in pay level. However, some studies have found otherwise. Cappelli and 
Shearer (1988) for example found that lower paid workers express higher satisfaction 
than higher paid workers, which was supported by Brown and McIntosh (1998).
3.6.2 Theory of distributive justice
According to the theory of distributive justice, the sense of underpayment is shaped 
by the process of social comparisons (Mirowski, 1987). This theory is similar to the 
idea of ‘herd behaviour’ which is used by economists to explain acceptance of pay 
and pay rises (Clark and Oswald, 1996). Berger et al (1972) suggest that feelings of 
underpayment are unrelated to the level of earnings, and related to what is fair and 
just. Alves and Rossi (1978) found empirical evidence that such a framework of 
fairness exists in the American population and there are generally agreed upon 
principles underlying popular judgements concerning the fairness of distribution of 
earnings. This would suggest that people are satisfied with low pay when they see it 
as fair and in line with what their job should get. However, others are not so sure 
arguing that the evidence of awareness of what is just and fair is sparse and mixed 
(Mirowsky, 1987, Stolte, 1983). Given the lack of research in this area an empirical
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analysis looking into the relationship between the acceptance of individual pay and 
the average pay of occupation would be helpful.
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3.6.3 Reference group theory
The reference group theory states that the consequences of inequity can vary 
depending on the nature of inequity. Based on the Equity theory (Adams, 1965), 
which suggests that inequity prompts individuals to try and resolve the inequity, it 
argues that the sense of inequity arises from comparisons with referents (Brown,
2001). Adams(1965) stated that individuals select referents that are similar to the 
comparer on one or more personal attributes. Blau (1994) identified five major 
referents or comparison points: social, historical, market, organisational and financial 
referents which were found to affect pay level satisfaction. The satisfaction with low 
pay could be explained if people compare themselves favourable to their significant 
referents. However, there is a lack of empirical research that looks at people in low 
pay. Similar to the theory of distributive justice, an empirical study that takes the idea 
of references as a cause of satisfaction with low pay would contribute to the 
understanding of acceptance of low paid jobs.
So far, the chapter has identified the research on pay satisfaction and described 
theories that could be used to explain pay satisfaction in general and pay satisfaction 
for the low paid in specific. It needs to be mentioned that comparison and a sense of 
fairness are given as key reasons for satisfaction with low pay alongwith fulfilment of 
needs and level of earnings. Although there is a lack of a holistic framework, these 
theories combine together and contribute towards the understanding of why people are 
in low pay. The next section provides a conceptual framework of satisfaction with pay 
by describing the main models of pay satisfaction.
59
3.7 Models of pay satisfaction
3.7.1 Introduction
Satisfaction with pay has been a concern of many writers. Many studies have looked 
at how pay satisfaction relates to a number of variables. Although various theories in 
the field of organisational behaviour have been discussed above, most studies looking 
at pay satisfaction are criticised for a lack of conceptual framework that provides a 
holistic understanding of pay satisfaction. This section describes the two main models 
of pay satisfaction.
3.7.2 Lawler’s pay satisfaction model
The first model of pay satisfaction was proposed by Lawler (1971) (see appendix 5a). 
Lawler (1971) defined pay satisfaction as a function of two perceptions, what an 
individual perceives they are paid and their perception of the amount they should be 
paid. It is a natural extension of the pay satisfaction theory proposed by Locke (1968), 
that a person’s satisfaction with the fairness of the pay for their job is determined by 
what they want from their job and what they perceives they are being offered. 
Dissatisfaction is caused when the amount an individual receives is less than what the 
individual feels s/he should receive. Lawler hypothesised that employees’ perceptions 
of how much pay they should receive is a function of five factors (1) perceived 
personal job inputs (2) perceived job demands (3) perceived non monetary outcomes 
(4) perceived inputs and outcomes of referent others and (5) wage history. The 
employees’ perception of what they are being paid is hypothesised to be a function of 
the actual pay rate, wage histoiy and perceived pay of referent others.
This model borrows from both from expectancy theory and Adam’s equity 
theory/social comparison theory. Lawler went beyond earlier discrepancy models (eg
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ICatzell, 1965; Locke, 1968) and incorporated notions from equity theory like social 
comparison into his model. In addition, he also specified the factors influencing the 
perception of pay. According to Lawler (1971) level of pay will strongly influence the 
perception of pay received. Moreover, level of past pay will also determine their 
satisfaction with current pay. The amount of job input, the nature of job and difficulty 
of performing job will all influence their perception. Also, if they have lower non 
monetary outcomes like benefits, convenience of shifts etc, then they will expect to 
receive a higher level of pay. Finally, their social comparisons with significant others 
will determine their extent of perception.
Heneman and Schwab (1985) extended the Lawler model (1971) in finding empirical 
support for the proposition that compensation satisfaction has mutiple dimensions (as 
discussed) and developed their Pay Satisfaction Questionnaire. Miceli and Lane 
(1991) presented three detailed models of the antecedents of each of the three pay 
satisfaction dimensions- pay level satisfaction, pay system satisfaction and pay benefit 
satisfaction.
3.7.3 Dyer and Theriault’s pay satisfaction model
The second model of pay satisfaction is a modification of Lawler’s (1971) original 
model and was designed by Dyer and Theriault (1976) (see appendix 5b). They 
altered the model in several ways. First, they introduced ‘perceived adequacy of pay 
system administration’ to the model, arguing that employees may be dissatisfied with 
their pay because it is not being administered according to their expectation. Research 
by Goodman (1974) and Scwab and Wallace (1974) supported this proposition. They 
also changed the social comparison process (perceived inputs and outputs of others) 
from being a separate explanatory variable to becoming a dimension of personal job
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inputs, job demands and pay levels of referent others inside and outside the 
organisation, as social comparison theory underlies Lawler’s entire model of pay 
satisfaction. Finally, in addition to the variables proposed by Lawler for ‘pay one 
should receive’, they identified suggested cost of living, financial need and financial 
conditions of employer as significant variables, Weiner (1980) compared the two 
models in relation to the addition of the pay administration variable. Dyer and 
Theriaults’s (1976) model was found to account for significantly more variance than 
Lawler’s model. There is a lack of research that analyses the impact of the other 
modifications in detail.
Lawler (1971) and Dyer and Theriault (1976) designed models explaining overall pay 
satisfaction. While Lawler (1971) feels ‘perceived amount of pay received and 
perceived amount of pay should receive’ determine pay satisfaction, Dyer and 
Theriault (1976) define pay satisfaction as a function of equitable pay as well as 
perceived adequacy of pay system administration. Also importantly Dyer and 
Theriault (1976) have included circumstances (needs, cost of living, financial 
conditions) as a determinant of ‘pay should receive’.
However, neither model includes market opportunities, which has been identified in 
this research to influence satisfaction. There is a lack of studies looking at the impact 
of perceived opportunities on earnings satisfaction. There are some studies looking at 
extreme situations. Discouraged worker hypothesis holds that looking for work in 
conditions of general unemployment becomes so dis heartening that people who 
would ordinarily enter the work force would not do so (Hammermensh et al 1996). 
Under such conditions of reduced labour demands, the jobs are likely to be less 
attractive, less paid and more costly to search. So peoples’ perception of their job as
S. Tliozh ur Satisfaction and Low Pay
62
well as their pay will be influenced by what is available outside. Related to this is the 
idea of job security. Brittan (2000, Aug 31, Financial Times), foimd that fear of job 
loss as an important reason as to why many countries are able to sustain relatively low 
levels of unemployment, as workers who have jobs hesitate to press for more pay for 
fear of the possible employment consequences. Research (Brockner et al, 2001; 
Astrachan, 1995) found that people who survived redundancies reported low level of 
job security. Given that people take into consideration what is available to them in 
extreme conditions; it is interesting that there is a lack of studies looking at the 
relationship between perceived opportunities and pay satisfaction under normal 
economic circumstances. Also low pay in itself is an extreme condition and 
perception of available opportunities should play a role in explaining pay satisfaction.
3.8 Issues in pay satisfaction
3.8.1 Level of pay
Level of pay is an important aspect of pay satisfaction. However, there is a lack of 
studies looking at pay satisfaction based on pay levels (Heneman, 1985). Porter, 
Greenberger and Heneman (1990) suggested that the relationship was not 
straightforward. They conducted an extensive study drawing upon theoretical 
arguments including theories of economics, political science, psychology and 
psychophysics. Their findings and comparisons to past studies made them conclude 
that there is a need to test for all theoretical relationship between pay satisfaction and 
actual pay for any one set of data. Relationships would be influenced by the situation 
and would not be a simple straightforward correlation. Any study looking at the 
satisfaction of the low paid would thus definitely contribute to the general pay 
satisfaction literature.
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3.8.2 Conceptualising pay satisfaction
One of the major issues related to conceptualising pay satisfaction is the difficulty in 
identifying and defining it. There are debates about the dimensionality of pay 
satisfaction, the components that form a part of it and the ways of identifying it. 
Carraher and Buckley (1996) suggest that the influences of individual differences in 
experiences, expectations and abilities alongwith cognitive complexity (Kelly, 1955) 
make it difficult for establishing clear definitions of the construct. Thus despite 
extensive research the concept of pay satisfaction itself remains vague with new 
boundaries forever being established. Locke (1976) criticises the attitude of 
researchers who draw on Hume’s ‘correlation without explanation’, leading to 
observing sequences of actions but not attempting to identify the characteristics of the 
entities which made these actions possible. An unavoidable effect of the repeated use 
of this strategy of ‘correlation without explanation’ is scientific uncertainty, past 
findings repeatedly contradicted by later findings. For example, Locke has listed 
contradictory findings to that of Herzberg in his article (Locke, 1976), and Sloane and 
Williams (1996) have obtained results contradictory to Festinger’s theory of cognitive 
dissonance in relation to satisfaction of overpaid workers.
Another concern under the same heading is the ambiguity of the interrelation between 
major concepts and pay satisfaction. The relationship between job satisfaction and pay 
satisfaction is vague at best. Buchanan and Huczynski (2001) speak of fulfilling 
employee need satisfaction and improve work motivation through job enrichment 
with no mention of pay satisfaction in their entire book on Organisational Behaviour. 
Is pay apart of job satisfaction? Economists swear by pay, while psychologists are not 
so sure. The effect of pay satisfaction on turnover is also not clear. The only 
agreement among researchers is that pay is important and it causes dissatisfaction,
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which in turn has many behavioural consequences like turnover, job search, global 
satisfaction, sickness, and absenteeism among others.
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3.8.3 Pay satisfaction and its relationships with other variables
The inter relationships between the different variables of pay satisfaction is another 
source of debate. Weiner (1980) criticises the lack of empirical studies attempting to 
look at the relationship between determinants and consequences of pay satisfaction 
variables and states that those that do are atheoretical and test single or series of 
variables. Deckop (1992) for example, listed causes and consequences of 
organisational and career pay satisfaction but accepted that the model is an outcome, 
in that the rationale for the distinction is the presumed differences in response that 
depends on the source of pay satisfaction.
3.8.4 Problems of measuring pay satisfaction
Even though there is a difficulty in identifying pay satisfaction, it has been measured 
in numerous studies with different degrees of success. Operationally specific 
definitions looking at pay satisfaction in relation to level of pay, pay systems, career 
or organisational pay satisfaction among others are created by the researchers and 
used for the purpose of their research resulting in a lack of a common scale of 
comparison. As Deckop (1992) observes, most of the attempts to measure pay 
satisfaction have not been based on specific conceptual models of pay satisfaction. 
Despite Lawler’s (1971) focus on pay fairness satisfaction, both the JDI and MSQ pay 
subscales include items that measure fulfilment of assorted pay desires, not just 
perceptions related to pay fairness like for example items ‘barely live on income’,
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‘income adequate for normal expenses’ in JDI and ‘the chance to make as much 
money as my friends’ in MSQ (Deckop 1992).
The Pay Satisfaction Questionnaire (PSQ) is one model that has developed from a 
theoretical model, which has been validated by other researchers (Heneman, Greeberg 
and Strasser, 1988; Judge, 1993). However, there are criticisms of the measure as 
being too ambiguous as to which frame of reference respondents should use. 
Examples include ‘My current salary’, ‘My most recent raise’ and ‘the value of my 
benefits’. Deckop (1992) argues that the wording of these statements leaves open the 
choice of referent to the individual and the results will provide no clues to the reasons 
behind the choices.
3.8.5 Using self reported figures
Another issue is the reliability of using self reported figures (Oppenheim, 1992). 
Satisfaction is an individual feeling and all measures are self-reported. Given the 
conflicting theories surrounding pay satisfaction, and the debates surrounding ‘what 
causes pay satisfaction’, the results of any research will influence its theoretical 
arguments. Brown and Macintosh (1998) suspect that in the case of job satisfaction 
due to the use of self-reported variables, the results although backed by theory and 
measurements are not completely foolproof. This argument might apply to pay 
satisfaction as well. Their position that it is impossible to control the level of influence 
of factors such as mood on the day of answering questions, whether the employee has 
decided to quit the job due to other reasons and what job rating scales mean to each 
individual among others could apply to measures of pay satisfaction as well.
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3.9 The relationship between job satisfaction and pay satisfaction
Researchers agree that pay is an important aspect of job satisfaction. Heneman and 
Schwab (1985) found pay to be an important dimension of job satisfaction. Measures 
of job satisfaction (Job Descriptive Index, Minnesota Satisfaction Questionnaire, 
Dunham et al, 1977) always include pay as a key factor.
However, research is inconclusive on the specific role of pay in job satisfaction. The 
specific relationship between pay and job satisfaction is disputed. On one hand, some 
researchers argue that pay satisfaction is immediately related to organisational factors 
job satisfaction, motivation, and performance (Katz and Kalin, 1966, Heinemann, 
1992, Opsahl and Dunette, 1966; Lawler, 1971). On the other hand, other researchers 
suggest that pay satisfaction may not necessarily be an active part of job satisfaction. 
Herzberg et al (1959) classified pay as both a motivator and hygiene factor and 
suggested that pay is a satisfier only as long as it is necessary to fulfil the basic 
requirements, and once a level of pay is achieved, it becomes a hygiene factor and so 
does not influence job satisfaction. Riley et al (1998) also found that people working 
in menial jobs in tourism separate feelings of pay from feelings about their job, thus 
detaching their pay satisfaction with their overall job satisfaction. In sum, researchers 
agree that pay is an important part of job satisfaction but disagree on the exact 
position of pay within job satisfaction.
3.10 Summary
This chapter has looked at the behaviour of the low paid from a psychological 
perspective. It has described the key psychological theories explaining why people are 
in low paid jobs. The chapter tried to understand the meaning of pay for the low paid 
by looking at theories that explain the satisfaction of pay.
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It began by emphasising the importance of pay for the employer and the employee. 
The chapter then introduced the concept of pay satisfaction as a discrepancy between 
what one expects to receive and what one is receiving. The key research interests in 
the field of pay satisfaction included causes, consequences and measurement of pay 
satisfaction. It was found that feelings of underpayment are more stable over time. It 
was also found that unfair pay perceptions would result in greater psychological and 
physical problems when money is badly needed by an employee.
The chapter summarised the key theories explaining satisfaction with pay, and the 
models of pay satisfaction, while drawing attention to lack of the research that 
holistically conceptualises pay satisfaction. Two theories have been suggested in this 
chapter to explain why people are satisfied with low pay. The theory of distributive 
justice suggested that feeling underpaid is affected by social comparisons similar to 
pay referents (Mirowsky, 1987, Alves and Rossi, 1978) and so there is a sense of 
fairness of who should get what that causes satisfaction. Reference group theory on 
the other hand, proposed that people are satisfied when their pay compares favourably 
to a host of factors (Blau, 1994). Consequently for people to be satisfied with low pay 
they should have a low horizon that is created by either a sense of what they should 
receive or what their comparisons are receiving.
It is important to point out that all major theories ignore the role of perceived 
opportunities as a factor causing pay satisfaction. There has been some research 
looking at the role of external opportunities in periods of economic uncertainties. The 
findings show a definite relationship between perceived opportunities and pay 
satisfaction. Given that low pay is in itself an extremity, perception of opportunities 
should play a significant part in people’s satisfaction with their pay.
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The previous chapter, Chapter 2, suggested low skills and limited aspirations as 
causes for people being in low pay. This chapter proposes that pay is important but 
there are other factors including perception of opportunities, comparisons and a sense 
of what is fair that are equally important in making people accept their low pay. The 
next chapter on methodology builds upon these suggestions and establishes a 
theoretical framework to understand the acceptance of low paid employment.
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S. Thozhur Methodological Approach
CHAPTER 4 
METHODOLOGICAL APPROACH
The man who gets the most satisfactory results is not always the man with the most 
brilliant single mind, but rather the man who can best co-ordinate the brains and his 
talents [  W. Alton Jones]
4.1 Introduction
This chapter discusses the methodological approach used in this research. Haart 
(2003) describes methodology as a system of methods and rules to facilitate the 
collection and analysis of data. Riley et al (2000) describe it as the most important 
component of the written dissertation. A clear and cogent methodology will inform on 
the logic of the research as well as justify the procedure taken to achieve the 
objectives. This chapter firstly, provides a starting point for choosing an approach 
made up of theories, ideas, concepts and definitions of the topic. It then goes on to 
discuss the second part of the methodology focussing on the research instrument, the 
structure of the sample and the chosen method of data analysis.
The aim of this research as previously identified is to understand the acceptance of 
low paid jobs. The broad aim is to highlight that acceptance of low paid jobs is unique 
and separate from other circumstances. The research is designed around a working 
definition of acceptance of low paid employment as not searching for another job.
The proposition which guides this research is based on the theoretical findings and the 
pointers from the preliminary studies. It is proposed that
The acceptance o f  low pay is conditioned by the need to extend labour supply and 
by low horizons engendered by perceived self-evaluation and perceived opportunity
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Before embarking on describing the methodology, it is important to briefly discuss the 
research story so far. Economic and psychological theories gave partial explanations 
as to why people stay in low paid jobs. However, except for some studies looking at 
distress selling of labour, there is a lack of research attempting to understand the 
reasons for a worker continuing to accept low paid employment. This chapter carries 
the research further by discussing the methodological process of the research.
This chapter is divided into eleven sections. Section 4.2 summarises the key findings 
of the two literature reviews chapters. Section 4.3 discusses the main objectives of the 
research and introduces the theoretical framework. The next section 4.4 identifies the 
key methodological issues in measuring pay. Section 4.5 discusses the input of the 
two preliminary studies undertaken as part of establishing the research groundwork. 
Section 4.6 introduces the concept of acceptance and identifies the ways of measuring 
acceptance. Section 4.7 builds on the previous section and develops the research 
propositions. Section 4.8 describes the creation of the survey instrument- the research 
questionnaire and identifies the main issues related to errors in survey research. 
Section 4.9 discusses the sampling design and selection while section 4.10 briefly 
looks at the data analysis techniques to be employed and the drawbacks of each 
technique. The final section, 4.11 summarises this chapter laying the groundwork to 
begin the data analysis in the next chapter. It is essential at this stage to state that the 
sensitive nature of pay requires additional care in both planning and conducting the
empirical research. It is important to understand that this sensitivity compounds the
*
problems in designing, sampling and analysis of the research. The next section begins 
by summarising the findings of the literature.
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4.2 Summary of the key research findings
Chapter 2 while looking at the economics of low pay identified that the low paid have 
some typical characteristics that separate them from others. They work extremely long 
hours (Sharif, 2000) often holding multiple jobs (Kimmel and Conway, 2001, Avrett,
2001). The long hours and multiple jobs could lead to acceptance, as people need time 
to look for a new job. However, there was a lack studies looking into the impact of 
these two characteristics for those in low pay.
According to economic researchers, low pay is said to be caused by a combination of 
job characteristics (worth of the job, nature of job, skills required, attractiveness of job 
among others) (Riley and Szivas, 2001) and worker characteristics (human capital, 
accumulation of human capital, ease of learning) (Hicks 1963, as discussed in Sloane 
and Theodossiou, 1994). These characteristics combined with the demand and supply 
of labour is said to create and maintain low pay.
The economics literature also foimd that the upward mobility for the low paid is very 
low (Sloane and Theodossiou, 1998 as discussed in Asplund, Sloane and Theodossiou 
1998). The suggestion is that people tend to stay on in similar kind of occupations, 
moving to a job with just a bit more money. The reason behind this absence of upward 
mobility may be a combination of lack of skills and lack of accumulation of skills 
overtime leading to a lack of available opportunities.
At subsistence level, economists accepted that there exists a conflict between the idea 
of utility maximisation and the negative relationship between wage rates and quantity 
of labour supplied. Some economists ascribed this negative relationship between 
demand and supply to low aspirations or limited mentality (Berg, 1961, Hicks, 1963, 
Dunn, 1978) while others argued that it is a sign of distress selling of labour (Sharif,
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1991, Barzel and McDonald, 1973). In sum, Chapter 2 suggested that people in low 
pay are unique and they are in low pay because of their circumstances and also 
because they don’t have a choice- they tolerate low pay.
Chapter 3 looked at the behaviour of the low paid from a psychological perspective 
with interesting findings. The literature review established that pay level is an 
important pail of pay dissatisfaction (Heneman, 1985, Lawler, 1971, Tang, 1985, 
Giles and Barrett, 1971, Porter, Greenberger and Heneman, 1990). Theories of 
satisfaction also maintain that pay is important and that whether or not pay satisfies, it 
definitely dissatisfies (McGregor, 1960, Lawler, 1981, Tang, 1995).
While the psychologists accept that pay is an important aspect of the working life, 
unlike economists they argue that there are other factors that contribute to cause 
satisfaction. Herzberg’s two factor theory (1959) and Maslow’s theory of need (as 
discussed in Buchanan and Huczynski, 2001) suggest that pay is important at lower 
levels than in higher levels (where other things take over). Researchers (Cappelli and 
Shearer 1988; Brown and McIntosh, 1998) have found that low paid workers have 
high pay satisfaction compared to highly paid workers.
The theor y of distributive justice- who should get what, attempts to explain the 
acceptance of low pay, however, there is no empirical research looking at low paid 
jobs. The reference group which attempts to explain pay satisfaction for the low paid 
as arising from comparisons with significant others also does not have empirical 
support.
Riley and Szivas (2001) suggested that the low paid might have limited aspirations, 
which they don’t see as limited, leading to the acceptance of low pay. There has been 
some evidence that in times of economic depressions, perception of what jobs are
S. Thozh ur Methodological Approach
73
available outside influence individual choices in staying on. However, there has been 
no research looking at the role of perceived opportunities under normal 
circumstances. It is argued that the perception of what is available outside will 
influence an individual’s choice of acceptance of low paid jobs. Thus in all the 
literature on satisfaction with pay suggests that although pay is important, other 
factors including favourable comparisons with significant others, perception of what 
is just and perceived opportunities are equally if not more significant, in causing 
satisfaction with earnings.
The lack of empirical studies looking at the pay satisfaction of the low paid alongwith 
an absence of studies conceptualising the behaviour of the low paid, provide the 
rationale for the study. The following section identifies the objectives of the research
4.3 Objectives of the study
The previous section identified the key elements in literature that appeal' to influence 
the acceptance of low paid jobs. This section illustrates the key research question and 
the objectives.
Research question
Why do people accept low pay?
Research objectives
1. What are the key external factors that influence the acceptance of low pay?
2. What are the psychological processes involved in the acceptance of low pay?
3. Is there a difference between those who are searching and those who are not 
searching for a better job?
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The next section discusses the methodological problems associated with achieving the 
above research objectives.
4.4 Methodological issues in researching pay
The research aims to examine an extremely sensitive topic, pay. There are many 
difficulties associated with researching pay, the key problem being peoples’ dislike of 
discussing their pay. Sloane and Theodossiou (1998, as discussed in Asplund, Sloane 
and Theodossiou, 1998) draw attention to the extreme difficulties in obtaining pay 
data and suggest that researchers use methods for obtaining information on pay based 
on the specific requirements of their study. Another problem in researching pay is the 
lack of international or national standards for measuring pay. Researchers obtain 
information on pay in different ways, with information being extracted on an hourly, 
weekly, monthly or annual basis. Sloane and Theodossiou (1998, as discussed in 
Asplund, Sloane and Theodossiou, 1998) observe that there are no international 
standards for measuring pay and this should be decided by the researcher based on the 
needs of the research and the resources available to the researcher. The lack of a 
standard definition of low pay and the numerous ways in which pay is administered 
also add to the problems of comparisons. Atkinson et al (1992) are not certain 
regarding the best way to extract information on pay as it can be administered in many 
ways including piece rate, monthly, with bonuses, hourly, temporarily, target based 
and so on. These issues are compounded by another key problem, to find substantial 
sources of people in low pay willing to participate in the research and provide a 
significant sample for data analysis. All these concerns influenced the way the 
methodology was designed and modified, and the way the research progressed over 
time.
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Based on the research objectives and the findings from the literature, two studies 
(preliminary studies appendices 7 and 8) were done based on the findings of the 
literature. The next section discusses the contributions of these two preliminary 
studies to the final study.
4.5 Input of the pilots
The two pilots aimed to look at satisfaction with pay in different occupational 
circumstances. The first pilot looking at a random sample in a research park found the 
low paid to be more satisfied with their pay than the highly paid, supporting earlier 
research findings by Cappelli and Shearer (1988) and Brown and McIntosh (1998). 
The findings support Maslow’s (as discussed in Buchana and Huczynski, 2001) 
contention that pay is more important at lower levels than at higher levels. They also 
support Riley and Szivas’s (2001) suggestion that the low pay might not be seen as 
such by the receivers themselves and an individual will be satisfied with his pay when 
his target is attained (however low it might seem to the outsiders). The study also 
found that the sample had a very low turnover rate, with the management suggesting a 
perception of economic factors as a contributor to acceptance of low pay. According 
to Brittan (2000) economic uncertainties is a significant factor and has resulted in 
lower turnover among employees over the past few years. The first preliminary study 
thus foimd some support for low income aspirations and perception of available 
opportunities as factors of acceptance of low pay.
The second pilot looking at a low paid sample found attaining of income aspirations 
to cause satisfaction with pay. Those with target earnings closer to actual earnings 
were more satisfied with their pay compared to the others. It also found that the 
sample had been working in similar jobs in the past, suggesting limited horizons. In
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spite of being dissatisfied with their earnings the sample was working extremely long 
hours in the same job, suggesting distress selling of labour and a lack of perceived 
opportunities. The pilots recognised low horizons, limited income aspirations and 
long working hours as factors that influence people to stay in low paid jobs. In all, 
both the pilots found that although pay was important, there were other more 
important factors that influenced the acceptance process.
The findings from the preliminary studies and the factors identified in the literature 
combined to form the guiding proposition of the study. It is thus suggested that 
The acceptance o f low pay is conditioned by the need to extend labour supply and 
by low horizons engendered by perceived self-evaluation and perceived opportunity
The study is guided by this principal proposition that also underpins the 
methodological research. The next logical step is to examine the key variable 
introduced in the proposition, the concept of acceptance. The next section aims to 
describe the philosophy of acceptance and arrive at a working definition of 
acceptance.
4.6 A working definition of Acceptance
The literature suggests that people stay on in low pay either because they tolerate it or 
because they are satisfied with it. The aim of the research is to identify specific factors 
that make people stay in low paid jobs, which could be anything from tolerance to 
satisfaction. So, the research aims include all degrees of attachment, vis a vis extreme 
satisfaction, to bare tolerance. Thus, the research has coined a holistic word 
acceptance.
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There is not much research on the philosophy of acceptance and its position in an 
individual’s decision making. Therefore the research has provided a synthesis of their 
understanding from the fields of economics, psychology and others. Acceptance can 
be defined as the act of agreeing to the terms of an offer. For example, an employee 
accepts an offer of employment by agreeing to work for the employer for the wages 
offered. The acceptance may be expressed as when it is openly declared by the party 
to be bound by it, or implied as where the party acts as if they have accepted.
Acceptance in regard to its extent and effect can broadly be divided into absolute, 
conditional and partial acceptance, the terms being self explanatory. However, by 
definition as seen previously, acceptance is in a sense acknowledging how things are 
without judgement, negativity, and anger or blame (Russell, www.innserself.comT It 
does not mean that it cannot be changed, it simply means at that point in time an 
individual acknowledges the state of affairs.
Russell (www.innerself.com) argues that the important part of any decision that an 
individual makes is to accept the choice they are making, and realising that they can 
always make a different choice later on. Although acceptance itself is impartial, the 
next step or action, involves judgement and that is dependent on the kind of choice 
that caused the acceptance. Richard de Charms (1969) postulated that ‘Looking at 
both sides of a coin, we may hypothesise that when a man perceives his behaviour as 
stemming from his own choice he will cherish that behaviour and its results, when he 
perceives his behaviour as stemming from the dictates of external forces, that 
behaviour and its results, although identical to other respects to behaviour of his own 
choosing, will be devalued.’ Thus if an individual accepted to work with an employer 
due to no other choice being available, the individual will continue to accept the
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agreement as long as s/he continues to have no other choice. On the other hand, if the 
choice was perceived and actual the individual will either not look for alternate 
options or continue to accept the agreement till a better one comes along.
As seen from the above discussion, although acceptance may have causes and 
consequences, it primarily concerns itself to being impartial and encompasses all the 
degrees of attachment to the object. Since the interest of the study is to see why 
people are in low paid jobs it is important not to look through any judgemental 
eyeglass, and this is what makes the idea of acceptance the perfect anchor. For the 
purpose of this study the working definition of acceptance is the act of taking 
something that is offered. All the variables and their interrelationships are anchored 
on this definition of acceptance.
If acceptance is the act of taking something that is offered, the behavioural proof of 
acceptance would be keeping what has been offered. Thus the proof of acceptance of 
low paid jobs would be staying on in the low paid job. It was decided to use the idea 
of currently searching or not searching for a better job as proof of accepting the 
current job. The argument being people who are not searching for a better job can be 
said to accept their current low paid job. Additionally, extension of labour supply in 
current job while not searching for another job is taken to be further evidence of 
acceptance of low paid jobs.
The idea of searching is different from ‘intention to quit’. Turnover research states 
that turnover cognitions represent mental decisions intervening between an 
individual’s attitudes regarding a job and the stay or leave decision (Griffeth and 
Horn, 1991). In other words, behavioural intentions are immediate precursors to 
actions. However, ultimately they are but intentions and they do not inform on
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whether the employees are currently searching or not. Therefore the study asks 
whether the respondents are actively searching as against looking into their intentions 
to quit.
Although the definition of acceptance and the behavioural proof of acceptance 
appears to be sound in logic, it is accepted that there is no theoretical backing. The 
idea of acceptance has its origins in both the economic arguments of tolerance of low 
pay and the psychological contention of satisfaction with low pay. The aim would 
thus be not only to understand the concept of acceptance but also to identify its place 
in the wide world of pay literature. The philosophy of acceptance explored, the next 
step is to formulate the research propositions that would guide the study.
4.7 Development of research propositions
In order to explore the aims and objectives, it is essential to formulate the propositions 
that guide the research design. It is not possible to know every proposition at this 
stage as new ones are often formed at further stages of the research. At this point it 
sufficesto say that the propositions for this research have been created based on the 
research question and the accompanying objectives. The key research propositions 
regarding the opinions/ and or beliefs of the survey sample are identified below
1. The behavioural proof of acceptance of low pay in not searching for a new job.
2. The extension of labour supply while not searching as additional proof of 
acceptance of low pay. Extension of labour' supply being the amount of overtime 
in the present job.
3. The impact of working long hours on not searching for a new job.
Working long hour's defined as working overtime and/or working in multiple jobs.
4. The influence of low horizons on not searching for a new job.
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Low horizons produced by a combination of
a) Perceived self evaluation- target earnings relative to both real earnings and 
earnings of the occupation, better job defined as same job (same occupation) 
but more money
b) Perceived opportunities- a lack of perceived opportunities
These objectives and the literature review led to formulation of some general 
propositions, which would form the groundwork of the research. These include
1. Those searching fo r  a new job will display less extended hours than those not 
searching
2. The principal attribute o f a chosen better job would be ‘more money’
3. Most subjects not searching will perceive a lack o f opportunity
4. Low horizons fo r  those not searching will be indicated, firstly by target 
earnings remaining close to existing earning and to mean job category pay and 
secondly by choice o f ‘better jo b 7 being within the same job category as the 
existing job
These research propositions guide the design of the research, a detailed description of 
the various components of the research design is discussed in appendix 6. The next 
section discusses the survey instrument in terms of how they meet the requirements of 
the research propositions.
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4.8 The survey instrument
4.8.1 Introduction
S.Thozhur Methodological Approach
The section on research design (see appendix 6) identified some key issues to be 
considered while designing questionnaires in general and on attitudes in specific. It 
looked at issues of scaling, measurement, design and validation of the questionnaire 
establishing the choices for this research. This section carries on from that point 
identifying the choices made in creating the questionnaire and modifications from the 
pre testing.
4.8.2 Pre testing the research questionnaire
According to Oppenheim (1992) each survey research presents its own problems and 
difficulties, and expert advice or spurious orthodoxy are no substitutes for well 
organised pilot work. A pilot not only helps with the wording of the questionnaire, but 
also aids the procedural matters such as design of a letter of introduction, the ordering 
of question sequences and the reduction of non response rates.
Alreck and Settle (1995) define pre testing a survey as a brief preliminary survey, 
often using a small, convenient sample, conducted to test the survey instruments and 
data collection methods before the project details are finalised and a larger, formal 
survey is conducted. A pre testing for this survey was carried out on a small sample of 
six employees working in a nearby fuel station. The sample was representative of the 
typical low paid sample as defined in Chapter 2. It was found that the respondents did 
not have much difficulty in comprehending the questionnaire. The only change was 
that ‘benefits’ was changed to fringe benefits in PSQ as ‘fringe benefits’ is a more
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common term in U.K. The pre testing was followed by a more substantial preliminary 
study.
Preliminary study 1
This preliminary study explored the relationship between money attitudes and pay 
satisfaction and the influence of income levels on pay satisfaction (see appendix 7). 
The sample was a random sample consisting of employees working in a research park 
associated with the University of Surrey. The variable of primary interest to this 
research was the pay satisfaction variable, the variance in which was attempted to be 
explained by two independent variables- money attitudes and pay level. The influence 
of some work related variables including job title, nature of employment, tenure, pay 
administration and benefits, and the independent subject variables namely, gender, 
age, and education among others were also investigated during the course of research.
The postal questionnaire was divided into four parts (see appendix 8a for 
questionnaire). Festinger and Katz (1966) suggested that the questionnaires should 
follow a funnel approach, easy to difficult, while Sekaran (1992) suggested that 
income and personal information should appear* in the end as respondents would be 
better convinced of the geniuness of the research and more probable to give sensitive 
personal information. Keeping these issuesin consideration, the first part contained the 
Tang’s (1995) short money ethics scale (SMES) and the second part Henemann and 
Schwabs’s (1985)-pay satisfaction questionnaire (PSQ). The third section consisted of 
Price Mueller’s (1981) instrument on intention to quit and the final section consisted 
of personal and work related information including information on earnings and hours 
at work. There were no modifications suggested by the respondents and the 
questionnaire was comprehendible and informative according to the respondents.
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Preliminary study 2
The first study found differences in satisfaction with pay across earnings. This led to a 
more focussed study that specifically looked at people in low paid jobs. One of the 
drawbacks of the first quantitative pilot was its inability to sufficiently explain the 
‘why’ aspect of people’s feelings towards pay. Qualitative research has the advantage 
of exploring the participants’ own experiences, and helping the researcher in getting 
significant insight into the pay acceptance process. So an interview schedule (for 
personal and work related information) was combined with questionnaires (for SMES, 
PSQ and Price Meuller’s (1981) Intention to Quit instruments) for the survey (see 
appendix 8b for questionnaire).
Extensive research on the characteristics of the low paid identified additional 
variables for research, which was included in the second questionnaire. The first three 
parts remained similar to the first preliminary study, while the fourth part on personal 
and work related information was divided into two. Part four asked for information 
on personal and non- income details about work. The non income details include 
information on hours, multiple jobs, shifts and past jobs. Part five was dedicated to 
pay as earnings, extra effort and target income as they were proposed to be crucial in 
the acceptance of low pay.
A pilot of the second preliminary study was conducted on 10 people working in a 
local bakery in Guildford, Surrey, U.K. It found that people were uncomfortable in 
answering direct questions on pay, thus categorical options were added. Also, some 
worked seasonally, so a question asking if their job was seasonal was added. The 
revised questionnaire was administered to people working in an industrial laundry in 
Woking, Surrey, U.K. (see appendix 9 for transcript). Although not apparent in the
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pre-test, in the second preliminary the sample found the clubbing of personal and 
work related information to be too long and the respondents got bored during the 
interview. This issue was taken into consideration while designing the questionnaire 
for the main study.
The main aim was on making the instrument as clear as possible while simultaneously 
testing the feasibility and usefulness of the questionnaire. The format, wording and 
variables of the questions were pre tested in order to ensure that the question meant 
the same for both the researcher and the respondents. The main changes from the first 
and second preliminary were to make the questionnaire more personal and friendly. 
Therefore the wordings in the questionnaire were changed to become more personal. 
An example is Your educational qualification was changed to what is your highest 
education, marital status to are you currently single or married and so on.
The pre testing suggested that people were not sure about the meaning of ‘job title’ 
with one respondent putting a question mark and another leaving the space blank. The 
question was then rephrased to ‘can you tell us what you do in this job’ in order to 
make it more simple and understandable.
The format and structure of the questionnaire was influenced highly by the two 
preliminary studies. The following section discusses the formulation of the main 
research questionnaire.
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4.8.3 The research questionnaire
Fowler (1993) suggests that a good survey instrument must involve the questions that 
meet the research objectives. Sekaran (1992) states that a questionnaire is an efficient 
data collection mechanism only when the researcher knows what is required and how 
to measure the variables of interest. Riley et al (2000) identify three fundamental 
points that a researcher should be aware of before designing the questionnaire
• What do you want to know about you topic?
• How much do your intended subjects know about your topic?
• In what human terms will the answers be expressed, or, what are you actually 
measuring?
Based on the understanding of the research requirements and the requirements of 
creating an effective questionnaire, the questionnaire was developed to sufficiently 
focus and obtain the required answer, succinct to reduce error and bias, and 
uncomplicated to aid common understanding (Alreck and Settle, 1985, Oppenheim, 
1992).
In order to ensure that the questionnaire was easy to complete and to avoid putting off 
the respondents, four sections were developed within which the questions followed 
logically and meaningfully. The length of the questionnaire was three A4 pages 
printed on both sides. Given that the research requires extensive information on work 
and personal information and the problems of boredom encountered in the second 
preliminary study, it was decided to break personal information and work related 
information into two parts. The questionnaire was divided into four parts.
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Part A began by asking the respondents about their main job. It began by asking them 
factual questions about the job including job title, tenure, hours of work, hours of 
overtime, shift times and days of work. The purpose of the questions on hours of 
work was to see the extent of effort, and extra effort undertaken by the sample. 
Traditional economic theories suggest that the low paid often work extremely long 
hours (Sharif, 1986), and the guiding proposition suggests that working long hours 
influences the acceptance of low pay.
Q12 -  Q20 of Part A asked the respondents about their job opportunities. Hulin et al 
1985) found that a significant relationship exists between voluntary turnover and 
availability of jobs. So any research looking at job opportunities has to look at the 
availability of jobs as perceived by the employee. Q 12 began by asking the 
respondents to rate their satisfaction with their current main job. The researcher did 
this in order to make the respondents take stock of their current job. The next question 
asked them the reasons for staying in their current job. As proof of acceptance is ‘not 
searching’, question 14 asked them if they were actively searching for a new job. This 
was followed by two open ended questions, what makes you look for a new job?, and 
how would you define a better job? Self definition of a better job is crucial to the 
research, as the definition of a better job alongwith the past jobs and the current job 
will paint a picture of what the respondents are looking for in a job. The idea behind 
using an open ended format was to make sure that no options have been left given that 
there is no previously tested instrument for defining better jobs. The answers were 
then coded into broad categories. Q19 and Q20 asked specific questions on perception 
of market opportunities. Q19 asked the respondents what their chances were in getting 
a better job. A nominal category was used in order to assess if the respondents felt 
whether they could or could not get a better job. Q20 also used a nominal scale asking
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those who felt they could not get a better job the reasons for their perceptions. The 
options were broadly adapted from Goldthorpe et al’s (1968) study where workers 
identified reasons for negative assessments of chances of being promoted to a 
foreman from a manual worker. Given that the study looked at affluent workers four 
additional options were given. Women are often said to be in low paid jobs because of 
family commitments (Harkness, 2002), so family commitments and lack of time were 
given as options. Two additional categories, lack of information and lack of interest in 
getting a better job, were also added to the question along with an ‘others’ option for 
any that may have been missed by the researcher. Once the respondents had described 
a better job for themselves, Q21 asked them their target earnings; guided by the 
proposition that acceptance is caused by limited aspirations.
The next three questions were related to past jobs. Q22 asked the respondents the 
number of jobs they had worked in within the past three years in order to see the 
extent of turnover. Q23 asked them why they had left their last job and Q24 asked 
them to list their last five jobs. The question aimed to see the pattern of jobs followed 
by the employees. If they remained in similar kinds of jobs, then it would suggest that 
they have limited job aspirations and their idea of a better job would be a new job 
paying more money.
Q25 to Q28 asked the respondents about their income and benefits in their main job. 
The questions combined both categorical and open-ended questions as pay 
information is crucial and needs to be accurate. Also actual earning figures would 
increase the possibilities of testing relationships as against categorical information. 
Q27 thus asked for information on pay per hour in addition to categorical options. It
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was felt that people would be more comfortable in giving information of their pay per 
hour rather than total pay.
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The next two questions were related to the membership of unions. As the sample was 
approached through unions the effect of unions was tested. Q 30 asking them if their 
union was recognised was added on the suggestions of the Trade Union Congress.
The final question in part A looked at income inequity as traditional reference group 
theory suggests that satisfaction with pay level comes from comparisons with others. 
Brown (2001) identified five referents that could cause pay level satisfaction, market- 
pay in comparison to jobs in the industry, organisational- pay in comparison to jobs in 
the company, financial- pay in comparison to needs, social- pay in comparison to 
family and friends and historical- pay in comparison to previous jobs. These 
statements were measured on a pay equity scale of ‘above, same, or below’, as the 
focus is whether the employees consider themselves to be paid more or less than a 
referent, and not on their relative position on a single scale (Brown, 2001). This way 
of measuring is also consistent with earlier pay equity research (Adams and 
Freedman, 1976).
Part B gathers information about other jobs held by the respondents. Multiple job 
holding or moonlighting is commonly assumed to be caused by hours constraint on 
the primary job that limits the primary job’s earnings capacity and causes economic 
hardships (Kimmel and Conway, 2001; Avrett, 2001). The research proposes that this 
holding of multiple jobs impacts the acceptance of low pay. The questionnaire asks 
the respondents about the details of their second job including hours of work, times of 
work and income received. Q6 of part B asks a straightforward question on income 
from other jobs. The rationale is as follows. It was felt that the earnings from main job
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will be the main focus of the study, so two methods of accessing that information was 
used in part A. The earnings from second job is additional information and the raw 
figures would enable better comparisons with extended hours.
Part C consisted of Tang’s (1995) SMES. Money attitudes or feelings towards money 
is important, the affects of which can be seen in work performance, political ideology, 
spending habits, attitudes regarding the environment among others (Roberts et al
1999). However, very little research has looked into the role of individual differences 
in the general attitudes towards money on pay satisfaction (Furnham and Okumura, 
1999, Tang, 1995). Yamauchi and Templer’s (1982) Money Attitude Scale focuses on 
consumers behaviour while Furnham’s (1984) Money Beliefs and Behaviour Scale 
looks at money pathology and has been reported to have low internal reliability 
(Furnham, Kirkcaldy and Lynn, 1996 as discussed in Roberts et al, 1999) as was 
Forman’s (1987) Money Madness Scale that was found to be in need of further work 
(Furnham et.al, 1996). Tang’s SMES which is suitable for organisational settings was 
thus used, measured on a five point scale (range- 12- 60) for the purpose of this 
research.
The final section, part D consisted of personal and pay related information. Given that 
level of earnings and hours worked are extremely vital to the research, respondents 
were asked their overall earnings and total hours of work. The answers could be used 
to increase reliability of the responses by cross checking the earlier information. QI 1 
in part D asked the respondents about their pay satisfaction. A single statement was 
chosen against the Henemann and Scwab (1985) pay satisfaction questionnaire, as the 
focus is on acceptance of low pay which is defined by pay level. According to 
Henemann and Schwab (1985) scales like the Job Descriptive Index and the
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Minnesota Satisfaction Questionnaire asking about pay as a uni dimensional 
construct correlate strongly with pay level satisfaction.
The questionnaire is provided in appendix 10.
4.8.4 Issues in survey research- errors
According to Jolliffe (1986) errors can occur whenever there is a difference between 
the true value of a quantity and the value of it obtained in the survey. Errors can be 
caused by variability and bias. They can be either sampling errors or non-sampling 
errors. Sampling errors occur because observations are made only on a sample of the 
population
Non response errors can occur (Elliot, 1991) through
• non coverage- missing of units of population either by constraints or by 
accidents,
• unit non response- no information is obtained from a sample unit due to 
refusal, failure to contact or change of address
• item non response- when individual questions of the questionnaire are not 
answered either due to ignorance, refusal to answer or omission by mistake
The researcher has attempted to address all the errors through sample design. 
Additional care has been taken to address the issue of item non response which can 
arise through questionnaire design, (as discussed in previous section on questionnaire 
design) given that pay is a very sensitive topic. The previous section discussed the 
development of the survey instrument from the preliminary stages and also 
highlighted some issues in conducting survey research. The following section 
discusses the sample design and selection by identifying the required sample size, the
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methods of data collection and the process of choosing the main sources of data 
collection given the sensitive nature of the subject.
4.9 Sample design and selection
4.9.1 Introduction
Sekaran (1992) defines sampling as the process of selecting a sufficient number of 
elements from the population so that by studying the sample, and understanding the 
properties or the characteristics of the sample, it is possible to generalise the 
properties or characteristics to the population element. The characteristics of a 
population such as p (the population mean) and a  (the population standard deviation) 
are referred to as the parameters of the population. Riley et al (2000) state that if the 
sample is selected in certain ways, it can be used as a legitimate basis for drawing 
inferences about the populations from which they are drawn. In essence, within 
certain boundaries, claims from the sample can be generalisable to the population to 
which they belong.
The sampling frame is a definable group or aggregation of elements from which the 
sample is selected (Jaeger, 1984). Schofield (1996) maintains that a sample frame 
must be selected properly so that it does not cause bias. Bias can be defined as the 
effect on the sample data that leads to the statistic value of the sample being further 
away from the true population value than would have been the case if that effect was 
not present. Schofield (1996) observes that if the sampling frame is a biased 
representation of the population to be observed, then increasing the sample will not 
help as the bias continues to be present.
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It is essential to take external validity into account to achieve generalisability. Fink 
(1995) defines external validity as the boundaries or domain for which the findings 
can be interpreted and applied. External validity aims to address the researcher’s 
ability to generalise the finding from their study to beyond the cases used in the study. 
Consequently, establishing a high degree of external validity would help in building 
credibility with the study and its findings.
4.9.2 Sampling methods
When selecting a sample, accuracy should be looked at alongwith feasibility and cost 
(Schofield, 1996). Probability sampling is where each element in a population is 
randomly selected when constituting a sample and each element has a known, non 
zero chance of being selected (Arber, 1993 as discussed in Riley et al, 2000). Alreck 
and Settle (1985) state that the selection of a representative sample is mainly achieved 
by using a random sample taken from the study population, which is required to 
eliminate sampling error. Thus for statistical purposes, random sampling is the most 
desirable as the researcher can compute and report confidence intervals indicating the 
probability that the population average is within a certain range around the sample 
average.
This study in order to achieve maximum external validity and to be able to use normal 
statistical tests firstly identified the sampling frame. This was done by identifying the 
occupations that are low paid. The first report of the National Minimum Wage (1998) 
identified low paid occupations as did the Low Pay Unit (see appendix 2).
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As previously discussed, the study of pay is sensitive and there are methodological 
constraints surrounding it. A reasonably large sample size of low paid workers was 
required given the large sampling frame. The aim was to approach bodies either 
related to low paid workers or researching low paid workers. After extensive 
consultations with the supervisory team, the following sources were identified and 
asked for advice on possible sources of data (see appendix 11 for letter) as seen in 
table 4.1.
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Table 4.1: List of organisations contacted for advice on sources of low pay data
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1. Trade Union Congress (TUC)
2. Job Centre Plus (part of Department of Trade and Industry)
3. Low wage commission
4. Union of communication workers
5. Association of Flight Attendants (AFA)
6. Bakers, Food and Allied Workers Union (BFAWU)
7. Transport Salaried Staffs' Association (TSSA)
8. The National Association of Local Councils
9. National Institute of Economic and Social Research
10. Low Pay Unit
11. Advice Guide (National Council of Citizens Advice Guide)
12. CESI (Centre for Economic and Social Inclusion)
13. Transport and General Workers Union (TGWU)
14. Union for Public Service Employees (UNISON)
15. Institute for public policy and research (IPPR)
16. Poverty and Social Exclusion Unit of the New Policy Institute (NPI)
17. Joseph Rowntree Foundation (JR)
18. Policy Studies Institute (PSI)
19. Anderson Consulting
20. Equal Opportunities Commission (EOC)
21. Labour Research Development (LRD)
22. National Minimum Wage Commission
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The process of emailing was done in the first and second weeks of October, 2002. 
Most of the organisations replied back stating that they used secondary data either 
from the Labour Force Survey, New Earnings Survey, Office of National Statistics or 
the Household Below Average Income Survey. TUC and TGWU accepted to forward 
the questionnaires to their members. Also, the New Policy Institute suggested 
contacting TELCO (The East London Community Organisation) as a possible source 
of data.
The TUC asked for 50 questionnaires, which they said they would photocopy and 
send to members in low paid occupations (as described by the National Minimum 
Wage Commission, 1998) alongwith a letter from them advocating the return of the 
questionnaires. The TGWU agreed to distribute 200 questionnaires to its members. 
TELCO accepted twenty questionnaires. The questiomiaires sent to TGWU and 
TELCO were accompanied by a letter from the researcher to assure confidentiality 
and stressed the importance of the research (see appendix 12 for letter), alongwith 
postage paid return envelopes.
At this point, it was felt that the sample will be biased as the data sources were from 
trade unions. Because of that the study had to change strategy in terms of sample 
selection. 350 questionnaires were further distributed by hand to hotel and retail 
workers to consolidate a representative data of union and non-union members. In 
order to ensure some degree of representation of different geographical areas, the 
questionnaires were distributed in parts of East London and Surrey- South East 
England. It is accepted that there is a degree of convenience. A ‘convenience sample’ 
or a sample that is convenient to the researcher in meeting their objectives (Riley et al,
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2000). However, the time and money constraints alongwith the sensitivity of pay 
guided the methodology of the study.
In all 357 questionnaires were returned, of which 333 were completed and usable. 69 
from the Trade Union Congress, 146 from the Transport and General Workers Union, 
138 were returned from non union sources consisting of hotel and retail workers, and 
4 from TELCO. When the researcher contacted TUC enquiring the number of 
questionnaires sent, the TUC were unable to give a guideline as the questionnaire was 
photocopied in regional offices. Thus the actual response rate is not calculable. 
Ignoring the TUC, 288 questionnaires were returned out of 470 sent, leading to a 
reasonably high response rate of 61 % .
The process took approximately two months in all from the 11th of November 2002 to 
27th of January 2003. It was felt that maximum effort had been undertaken and no 
further actions could be taken to increase the response rate. The response rate could 
have been influenced by the busy Christmas period, but time constraints could not 
help it to be scheduled otherwise. Given that a reasonably high response had been 
elicited, all possible avenues enquired, and a sufficient number of responses obtained, 
given the sample size requirements (see next section) the data collection had achieved 
what it had set out to do.
4.9.3 P art time data
The aim of this study is to comprehend the acceptance of low pay, in other words, to 
understand why are people in low paid jobs. Part time work has been identified as a 
major factor influencing low pay. According to the Low Pay Commission (1998), part 
time workers make up just over half of low paid workers. Logically any empirical
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data would include a significant number of part time workers. It was true in this 
research as well where one fifth of the sample (66 out of 333) was found to be 
working part time in their main jobs.
Many factors contribute to the association between part time work and low pay. 
Reduced hours causes the pay differentials, however they are other key characteristics 
that lead to people taking up part time work. There is clear evidence that the 
motivations to work in part time are exclusive and most studies find that a majority of 
people who work in part time do so voluntarily (Worklife, 2000, Nardone, 1995, 
Barett and Dorion, 2001). Most individuals who work part time do so because it suits 
their personal circumstances or because they prefer it. Researchers have foimd that 
people prefer part time because of the flexibility and autonomy it offers and it also 
facilitates a balance between family and work obligations (Fisher, Schoenfeldt and 
Shaw, 1990, Nardone, 1995, Rosendaal, 2003, Chang and Chelladurai, 2003). Their 
acceptance of low pay is thus a consequence of a combination of the factors listed 
above and consequently different from the work orientations of those in low paid full 
time jobs. In order to achieve the aims of the research as to what makes people stay in 
low pay, it was thus decided to exclude part time data from the research analysis.
The definition of part time is subjective like the definition of low pay. There are 
differences as each country has its own guideline of what is considered part time 
(International Labour Review, 1997). In the U.K., the Part Time Workers Prevention 
of Less Favourable Treatment Regulations 2000 defines part time workers as
‘A worker is part time ... if he is paid wholly or in part by reference to the time he 
works, and, having regard to the custom and practice of the employer in relation to
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workers employed by the workers employers under the same type of contract, is not 
identifiable as a full time worker.’
Van Bastelaer (1997) observes that in general, in the United Kingdom, an individual 
has to work less than 30 hours a week to be considered part time. The International 
Labour Review (1997) also suggests the use of 30 hours as a common threshold for 
defining part time work to facilitate international comparisons. A decision after 
consulting the supervisory team was made to define pail time as those working under 
30 hours a week and then exclude them from the research analysis.
4.9.4 Reliability and validity
Establishing validity is often a great challenge especially in attitude studies. Riley et 
al (2000) call it circular logic. They argue that as attitudes are inferred phenomena, 
just because a positive or negative direction towards an attitude is seen, it is inferred 
that the dimension which measures attitudes towards the object has been found. 
Alreck and Settle (1985) argue that validity represents the adequacy with which a 
specific domain of contents has been sampled and it is determined based on two 
criteria: determining whether an instrument contains a representative collection of 
items, and determining whether a satisfactory method to test the instrument is used. 
Yin (1994) proposed some commonly used measures to increase validity including 
multiple source of evidence (triangulation), establishment of a chain of evidence to 
link the questions asked, the data collected and the conclusions drawn, and review of 
preliminary findings by participants or informants. Denzin (1978) Patton (1987) and 
later Janesick (1994) introduced some types of triangulation including
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In order to meet the criteria discussed above, and ensure validity, the variables and 
measures used for this study were developed as discussed. An extensive review of 
existing literature was conducted to draw upon the previous research and knowledge 
to support each of the constructs that have been identified. The constructs that were 
identified were refined after careful consideration and meeting with the researcher’s 
supervisory team. The researcher carried out two extensive pilots to test the 
instruments used. The findings are discussed in the appendices 7 and 8. Also the 
preliminary findings of the main study were discussed with the supervisors to ensure 
the effectiveness of the methodology.
The triangulation method was also carried out to improve validity. Investigator 
triangulation was carried out by selecting people from different occupational 
backgrounds- transport and communication, hotels, retail workers, cleaners and 
others. Interdisciplinary triangulation was achieved by unifing theories in the field of 
labour economics (distress selling of labour by people in low pay) and occupational 
psychology (theories of satisfaction). This also led on to interdisciplinary triangulation 
as the research drew upon works in the fields of organisational behaviour, labour 
economics and statistical reports at various levels (European Union, U.K., U.K. 
regions among other).
Internal validity or the extent of confidence in the causal effects- that X causes Y 
(Sekaran 1992) is of importance as this study attempts to identify the factors causing 
the acceptance of low pay. Internal validity addresses the measures used in the study 
and their ability to measure or predict what they are intended to measure or predict 
and that there are no outside forces or hidden variables influencing the findings (Fink,
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1995). A comprehensive survey of literature review looking at all the issues 
surrounding low pay was undertaken to ensure internal validity. The literature survey 
also focussed on all characteristics that separated the low paid from the population in 
order to minimise the risk of external influences.
Reliability means consistency, the ability to reproduce the results, and adequate 
reliability is a precondition to validity (Oppenheim, 1992). A scale is reliable to the 
extent to which repeated applications produce the same results given that the attitudes 
under investigation remain the same. Riley et al (2000) suggest two methods for 
measuring reliability. First, the split half method that involves the researcher splitting 
the results of the survey into two parts and correlating the results. The second 
approach is the internal consistency method where if the scale is expected to measure 
a single underlying continuum, then the items should have strong relationships both 
with the continuum and with each other. Cronbach’s alpha is the usual test for testing 
internal consistency. Another approach for measuring reliability is through repeated 
administrations, or test retest reliability (Sekaran, 1992).
4.10 Data analysis
4.10.1Reliability of measurement scales
Litwin (1995) notes that the accuracy of the survey instrument used can be assessed 
by looking at the reliability of those instruments. Internal reliability looks at the 
homogeneity of the items in a measure while external reliability looks at the degree of 
consistency of a measure over time (Bryman and Cramer, 1990). Internal reliability 
can be measured in the SPSS in two ways. The first method is the split half reliability 
test, which involves the researcher splitting the survey in two parts (randomly or on
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odd- even basis) and the second is the Cronbach’s alpha. A result closer to one 
(between zero to one), indicates higher reliability of the results for both of these 
methods. These two methods have been used to estimate the internal reliability of the 
survey measures.
4.10.2 Data analysis of the survey
The first step in the analytical procedure is to explore if the data has been entered and 
coded correctly. This is followed by testing the normality of the data distribution. 
There are many tests that enable the researcher to test the normality of distribution 
(see Pallant, 2001) a combination of appropriate tests of normality will be followed in 
the study.
The procedure of data analysis will begin with the calculation of the descriptive 
statistics of the sample. The aim here is to describe the sample in terms of its personal 
and work characteristics and compare it with the characteristics of the low paid as 
described in the research. Anderson et al (1999) define descriptive statistics as 
summaries of data, which can be tabular, graphical or numerical. Thus measures of 
central tendency, dispersion and frequency distribution are presented through graphs, 
tables and statements to provide a clear and concise picture of the descriptive statistics 
of the low paid sample.
The next section of data analysis will present the various measures as if they were 
independent. These fundamental measures include level of pay, hours worked, the 
effort-pay relationship and several measures of satisfaction. The section will present 
the measures of central tendency and dispersion for each of the fundamental measures
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identifying where they stand in relation to the population. Split half test of reliability 
will be used to test the reliability of the hours and earnings scores.
Chi square and correlation tests are parametric tests of association for a normal 
distribution (see Pallant 2001 for details on non parametric tests). Chi square tests also 
known as ‘measure of association’ can be applied to determine whether or not an 
observed set of frequencies matches some expected or desired distribution. Chi square 
will be done to look at the association between measures of pay satisfaction, job 
satisfaction and money attitudes. Correlation, differs from chi square tests in that 
correlation coefficients are concerned with actual values and not frequency 
distribution (Riley et al 2001). Thus it looks for associations between raw figures as 
opposed to categorical data. T tests and F tests also parametric tests, on the other 
hand, look for differences between sample groups. T tests, and F tests will be used to 
test for differences in earnings, effort and satisfaction measures across categorical 
variables.
It is important to state that parametric tests should only be applied when the data 
fulfils three conditions (Cramer, 1994) that the variables are measured with an equal 
interval or ratio scale, the sample is drawn from populations whose variances are 
equal or homogenous, and whose distributions are normal. The data fulfilled the first 
and third conditions. With respect to the second condition, it has been shown that the 
exact sampling frame is difficult to achieve. Research has shown that violation of this 
assumption has little effect on the value of these tests (Boneau, 1960). Thus, the 
researcher justifies the use of parametric testing for the purpose of this study.
The third section of the findings attempts to explain the fundamental proposals by 
bringing together the descriptive statistics and measurement statistics in a way that
S. Thozh ur Methodological Approach
103
builds towards evaluating that proposal and by introducing further measures that 
address the issue of perceived opportunity directly. These two constituencies of data 
are brought together by the nominated driving principle of the proposal, which is 
whether subjects are actually searching for another job. Thus a combination of tests of 
association and tests of differences between searching and not searching across key 
categorical and continuous variables will be used to identify any differences between 
those who are searching and those who are not searching for another job. The research 
findings will be presented in the next chapter. The next section concludes this chapter 
by providing a summary of the main points of this chapter.
4.11 Summary
This chapter discussed the methodological approach used in this study. The chapter 
began by summarising the key findings in the literature and identifying the main 
research question as ‘Why do people accept low paid jobs?’ and the supporting 
objectives of the research. It then discussed the input of the pilots followed by 
introducing the idea of acceptance. Acceptance was defined as the act of taking 
something that is offered, and consequently the proof of acceptance of low pay was 
said to be ‘not searching’ for another job.
The chapter then discussed the formulation of the guiding proposition of the research, 
which defined the structure of the methodology. The next section focussed on the 
research instrument, sampling and the methods of data analysis. The survey 
instrument was designed based on two preliminary studies and a pre testing of the 
questionnaire. The questionnaires were designed with the sensitivity of pay research 
in mind. It discussed the logic of creating a group of instruments measuring the 
perception of opportunities. The next section focussed on sample design and selection.
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The research accepted the difficulties in specifying the low paid. It then identified the 
sampling frame as those people who are in low paid occupations as identified by the 
Minimum Wage Commission (1998). This led to describing the sampling methods 
chosen within the various time, cost and subject constraints. The use of unions as a 
database enabled the researcher to obtain a relatively large random sample. However, 
the impact of union membership was addressed by obtaining a convenience sample of 
hotel and retail workers.
The final section looked at the methods of data analysis. It identified the chosen 
methods of statistical techniques, which will be used to analyse the collected data. 
Depending on the normality of the sample, parametric or non parametric tests will be 
employed. A combination of Chi square tests and tests of correlation will be used to 
test the association between groups, while t tests and F tests will be used to look for 
mean differences across categories. The ultimate purpose is to look for differences in 
the characteristics of those who are searching and those who are not searching for 
another job. The next chapter presents the descriptive statistics of the findings of the 
study.
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S.Thozhur Findings I-Sample Characteristics
CHAPTER 5 
FINDINGS I- SAMPLE CHARACTERISTICS
Results! Why, man, I  have gotten a lot o f results. I  know several thousand things that 
won't work [Thomas A. Edison]
5,1 Introduction
The proposition, which guided this study, suggests that
(The acceptance o f  low pay is conditioned by the need to extend labour supply and by 
low horizons engendered by perceived self evaluation and perceived opportunity*
The data collected to test this proposition is complex and is synthesised from a large 
number of sub-measures. It is for this reason that the findings are presented in three 
sections. The aim is to build an understanding of the conclusions of the research in 
stages.
• The first stage describes the sample and more particularly it confirms that the 
sample displays the characteristics of low paid workers.
• The second stage presents the various measures as if they were independent. 
These fundamental measures are: level of pay, hours worked, the effort-pay 
relationship and several measures of satisfaction.
• The third stage seeks to provide any explanations of the fundamental proposal 
above by bringing together the descriptive statistics and measurement statistics in 
a way that builds towards evaluating that proposal and by introducing further 
measures that address the issue of perceived opportunity directly. These two
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constituencies of data are brought together by the nominated driving principle of 
the proposal, which is, whether subjects are actual searching for a better job.
As the third stage is where the actual research question is addressed it would be 
appropriate at that juncture to elaborate on the logic, which develops all the data into 
evidence for the proposition. As the proposition is concerned with horizons the study 
needed two additional measures that indicated both levels of aspiration and perceptions of 
opportunity. To this end the concepts o f ‘the self-defined better job’ and ‘self described 
target earnings’ was used.
The aim of the research is to provide an understanding of the acceptance of low paid jobs. 
The understanding of Why do people stay in low paid employment is central to the study. 
The study analysis is based upon the sample being divided into those who are searching 
and those who are not searching for a better job and it is assumed that they will display 
differences across a range of measures. The analysis looks at the extent of effort 
displayed from the point of view of the divided sample. The output of this is to satisfy 
the first part of the proposition namely to assess for each group (those who are searching 
for a better job and those who are staying in current job), how far the ‘need to extend 
labour supply’ was in fact the case. The second part of the proposition involved the more 
complex issue of perceived horizons.
To accomplish this three further proposition are needed, these are
1. ‘that the principal attribute o f  a chosen better job would be ‘more money7
2. ‘that most subjects will perceive a lack o f  opportunity7
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3. ‘ low horizons will be indicated, firstly by target earnings remaining close to 
existing earnings and to job category pay means, and secondly by choice o f  *better 
job ’ being within the same job category as the existing job ’
Data will be presented to substantiate each of these propositions. The final analysis will 
be based on all the data reflecting the notion of ‘acceptance’ and will be drawn from the 
wide range of material used to construct the study
This chapter begins the discussion of the findings by examining the sample 
characteristics in detail.
The chapter is divided into five sections. Section 5.2 provides an overview of the sample. 
Section 5.3 describes of the personal characteristics including gender, age, marital status 
and number of dependants. Section 5.4 presents the samples’ work characteristics which 
include tenure, occupational classification, number of jobs held and union membership. 
Section 5.5 summarises the sample characteristics.
5.2 Sample overview
The population for the study consisted of blue-collar workers from industries and 
positions identified as low paid by the Low Pay Commission (1998) and the Low Pay 
Unit (2001). The main industries that were identified include hospitality, retail and 
transport & communication.
The questionnaire distribution has been discussed in detail Chapter 4. Here it is suffice to 
say that a total of 357 questionnaires were returned. Of this, a significant number of 
questionnaires had missing data on earnings in main job (181 out of 357). On the other
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hand a majority- 333 out of 357 respondents had completed the question on total weekly 
earnings in all jobs and earnings in other jobs (where applicable). Given the sensitive 
nature and the difficulty of gathering information on pay, it was decided to use the raw 
data of total weekly earnings as the earnings figure for all analytical purposes.
The final sample of 333 respondents can be divided into full time and part time. There 
were 267 full time employees and 66 part time employees, ( (full time >= 30 hours per 
week). As previously discussed in Chapter 4, the research included only the full time 
employees. The following sections provide a detailed but relevant description of the 
personal characteristics and work characteristics of the 267 full time workers in the 
sample.
5.3 Personal characteristics
5.3.1 Gender
Traditionally, low paid jobs and industries are found to be dominated by women (Low 
Pay Commission, 1998), the sample in this study differs. There is a clear majority of men 
in this sample. There are 175 (65,5%) men as opposed to 92 (34.5%) women. It appears 
to dispute the traditional findings that low paid jobs are dominated by women. However, 
it is reflective of the population figures. The U.K. govt national statistics (1997) 
(htt://www.statistics.gov.uk/themes/labour_market) identified full time jobs in which 
60,000 men and 40,000 women were paid below £3 an hour. Also, it is consistent with 
research findings given that the sample consists of only full time workers. According to 
Harkness (2002), low pay among women is mainly caused by their working part time. 
The sample has sufficient representation of both genders for the purpose of analysis.
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5.3.2. Age
Findings 1-Sample Characteristics
Traditionally young people and the very old are far more likely to be in low paid jobs 
(Sloane and Theodossiou, 1998), Hurtsfield (1987, as discussed in Dex, Robson and 
Wilkinson, 1999), Recent researches have found that the very young are more likely than 
any other age group to be low paid (Sloane and Theodossiou, 1998; Low Pay 
Commission, 1998), (Dex, Robson and Wilkinson, 1999). The sample finds to the 
contrary. The questionnaire categorised age into seven distinct groups. Figure 5.1 
presents the age distribution of the sample by category.
Figure 5.1: Age distribution of sample
120 n-----------------------------------------------------------------------
below 21 26-35 46-55 61 or above
22-25 36-45 55-60
A G E  c a te g o r ie s
The figure 5.1 shows that middle-aged people dominate the sample and very few 
respondents are below 21 or above 55. This is not unexpected, rather it is representative 
of the proportions of the working population (see appendix 13). The 1997 Labour Force
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Survey for example found that the incidence of low pay is far higher among the 18- 20 
years old (41 %), but those aged 21 + accounted for 82% of all people earning under 
£3.50 (as discussed in Metcalf, 1999). Of the total respondents almost 70 % of the sample 
are between 26 to 45 years of age.
5.3.3 Marital status and number of dependants
This section looks at the marital status and the number of dependants of the respondents. 
The information will give an insight into the circumstances of the respondents and 
possibly their motivations to stay in low paid jobs. The categories for marital status were 
(1) single and (2) with partner. 221 respondents (83%) were married and the rest were 
single. An open question was asked to the respondents regarding the number of 
dependants in their household. A total of 157 respondents (59 %) had one or more 
children. The next section describes the job characteristics of the sample.
5.4 Job characteristics
5.4.1 Tenure
The respondents were asked an open question as to how long they had been working in 
their main job (for tenure distribution see appendix 14). The sample on average has 
worked for around 2 years, which appears to be quite high for a low paid sample. A 
closer look shows that 133 respondents (50 %) have worked for less than a year. The 
mode (0.25) and the median (0.92) also give an indication of a lower tenure. The standard 
deviation (2.6) also is indicative of a high spread within the sample. The next section 
looks at the number of jobs held by the respondents
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5.4.2 Occupational classification
The questionnaire asked the respondents an open question about their job title in their 
main job. The answers were then classified into categories identified by the Standard 
Industrial Classification (see appendix 15). As discussed previously, the sample was 
chosen from industries that were identified to be low paid. Figure 5.2 presents the 
occupational distribution of the sample.
Figure 5.2: Distribution of job title
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The sample is divided into four main occupational categories as shown in figure 5.2. 
These include transport and communication, retail, hotels, and others. Transport and 
communication (transcom) consisted mainly of people working as drivers in private and 
public buses, trains and trams and also people working as post persons. Retail workers 
included people working in high street shops and in fuel stations. Hotel workers include 
people working in hotels, restaurants, bars and take aways. The others category consists 
of nurses, cleaners, litter pickers, domestic workers and laundry workers, in small 
numbers insufficient to be put into separate categories for the purpose of analysis.
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There are 112 respondents (42 %) working in retail, 81 (30 %) in transport and 
communication (abbreviated to transcom) and 46 (17 %) of the sample working in hotels. 
28 respondents (11%), hold a variety of jobs and are grouped together under the category 
of other jobs. The high numbers of transport and communication workers could be due to 
the using of the TGWU union for distribution of questionnaires.
5.4.3 Multiple jobs
Traditionally, the working poor are said to work long hours and hold more than one job 
(Sharif, 2001). A significant number of this sample holds multiple jobs. In all 93 
respondents (35 %) of 267 have two or more jobs. Equal proportion of men 66 
respondents (38 %) and women 27 respondents, (29 %) hold more than one job.
The relationship between multiple jobs and occupational categories is interesting. Table
5.1 presents the results of the cross tabulation tests
Table 5.1: Cross tabulation of number of jobs worked with occupational categories
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Single jobs Multiple jobs Total number of 
respondents
Transcom 38 (14.2%) 43(16.1%) 81 (30.3%)
Retail 75 (28.1%) 37(13.9%) 112(41.9%)
Hotel 44(16.5%) 2 (0.7%) 46(17.2%)
Others 17(6.4%) 11 (4.1%) 28(10.5%)
As table 5.1 shows, nature of occupation influences the number of jobs worked by the 
sample. Almost all of the hotel workers work in only one job, while a significant number 
of transcom and retail workers work in multiple jobs. This suggests that different 
occupations offer different opportunities for extra hours of work.
113
S. Thozhur Findings I-Sample Characteristics
The sample has significant union and non-union representation with 152 respondents (57 
%) belonging to a union and 99 (37 %) not belonging to any union. 16 people (6%) did 
not answer the question. Gender wise, 115 men (70 %) belonged to a union while only 37 
women (40 %) were union members, reflecting traditional findings (Metcalf et al, 2001).
Conventionally, transport and communication workers have a stronger union affiliation, 
which is reflected in this sample. A majority of the transcom workers 76 out of 81 (94%) 
are union members. Hospitality traditionally does not have strong union affiliations. 
However, in this sample, half of hotel workers (23 out of 46) belong to a union. Retail 
also has a significant (38 out of 112- 35%) proportion of union members.
5.5 Summary
This chapter described the personal and workplace characteristics of the sample. 
Traditional low pay research suggested that women, young and old people are more 
likely to be in low paid jobs. This sample consists of a majority of men, aged between 26- 
45. It is proposed that these findings are not contrary rather reflective of the distribution 
of the working population.
The study was targeted on low paid jobs and thus the sample was primarily from hotels, 
retail and transport & communication. The sample had an above average tenure partly 
attributed to extreme values of some respondents. A significant number of respondents 
work in multiple jobs supporting the assumption of the low paid holding many jobs.
5.4.4 Union membership
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As seen from sample characteristics, the research has managed to capture a sizeable 
sample that can be broken down to meaningful groups to provide responses to the 
research question. The next chapter presents the various measures used in the study 
including level of pay, hours worked, the effort-pay relationship and several measures of 
satisfaction.
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S. Thozhur Findings II-Analysis of the Applied Measures
CHAPTER 6
FINDINGS II- ANALYSES OF APPLIED MEASURES
............................. the trouble about arguments is, they ain't nothing but theories, after
all, and theories don't prove nothing, they only give you a place to rest on, a spell, when 
you are tuckered out butting around and around trying to fin d  out something there ain't 
no way to fin d  out...There’s another trouble about theories: there's always a hole in them 
somewhere, sure, i f  you look close enough [M ark Twain]
6.1 Introduction
This chapter carries on from the descriptive analysis of the sample characteristics given 
in chapter 5. This chapter presents the data collected on the measures used in the 
questionnaire. The chapter is divided into seven main sections.
The following section 6.2 presents the earnings data for the sample and also establishes 
the sample as low paid. The next section, 6.3 looks at the hours distribution of the sample 
and relating them to the traditional low paid features of working extremely long working 
hours and holding multiple jobs. Section 6,4 examines the relationship between earnings 
and effort and also looks at the marginal effect of the income effort relationship for the 
sample. Section 6.5 presents the measures of satisfaction, pay comparison and money 
attitudes used in the research and tests the relationships between these measures. Section
6.6 introduces the findings of measures of perceived opportunities by providing a 
description of the main findings. The last section 6.7 summarises the chapter. By the end 
of this chapter, the research would provide some pointers to understand why this sample
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is accepting low paid jobs. The next chapter will then define acceptance and test 
hypothetical relationships to provide an understanding the acceptance of low pay.
6.2 Earnings data: Is the sample low paid? 
6.2.1 Introduction
The analysis of this study is based on the 267 full time respondents (working more than 
30 hours per week in their main job) who completed the questionnaires. The information 
on earnings was collected on four levels. The questionnaire collected pay information on 
the main job and other jobs. Information was also collected on total individual and total 
household earnings. Chapter 5 identified that total weekly earnings of the sample would 
be used as the earnings figures for analysis. All the problems involved in collecting the 
information on pay have been previously discussed in the methodology chapter, chapter
4. The next section begins by identifying the official data sources on earnings that were 
used in the study.
6.2.2 Official data sources on pay
The research has made use of official earnings data for purposes of comparisons and also 
to put the earnings figures in context. In the U.K. there are two main data sources- the 
New Earnings Survey (NES) and Labour Force Survey (LFS). In terms of measuring low 
pay, both the NES and the LFS have limitations (Low Pay Unit, 2000). The NES 
information is expected to be accurate since it is taken from payroll records but the 
survey has limited coverage of those workers earning below the PAYE (see glossary) 
threshold. In addition, the survey estimates are not grossed up to population level, which 
gives some cause for concern regarding the effect of non-response. The LFS has more
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complete coverage of jobs, especially casual and low paid jobs, but the data on earnings 
and hours are less precise when supplied by proxy respondents.
The Office of National Statistics (ONS, in the U.K.) developed a new methodology that 
produces independent estimates based on these two sources designed to correct the 
deficiencies inherent in the surveys. The ONS revised figures have been used as the 
sources of earnings information for this research. In some cases the NES has been quoted 
as it has specific information on manual workers5 earnings. The next sub section 
commences the presentation of earnings data by discussing the problems related to 
validation of the earnings data.
6.2.3 Reliability of earnings data
The reliability of the responses is dependent on the stability and consistency with which 
the questionnaire is gathering factual data. Since the main backbone of this research data 
is the self reported information on pay and hours worked, it is absolutely essential to 
validate the data as much as possible. The key purpose here is to determine if the 
respondents are giving accurate information on pay, and what is the propensity or the 
extent to which subjects either exaggerate or underestimate their own earnings.
One way of doing that is to compare the reported figures with available comparable 
national statistics, both total earnings and earnings by occupation to see how far if at all, 
they stray from expected norms? Another approach is to do a validity analysis of the data. 
The next sub section attempts to validate the self-reported figures through both of these 
methods.
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6.2.4 Earnings by occupation
The sample is divided into four occupational categories- transport and communication, 
retail, hotels and others. Table 6.1 presents the average total weekly earnings of the 
sample, comparing it with the corresponding national figures.
Table 6.1: Table comparing personal earnings with national averages by occupation
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Sample no Mean weekly
earnings
' '
National average 
weekly earnings
' ■' ' 2 '
Transcom 81 (30%) £268.47 
s.d. (£55.37)
£441.0
Retail 112(41% ) £291.97 
s.d. (£98.92)
£383.1
Hotel 46(18% ) £276.18 
s.d. (£80.34)
£289.1
Others 28(11% ) £231.10 
s.d. (£65.43)
Source: Office of National Statistics. 2001
The mean earnings figures in table 6.1 show that most of the sample earns much less than 
the national earnings (ONS, 2001). Hotel workers’ earnings in the sample are similar to 
the national figures while transcom and retail workers in the sample earn significantly 
less than the national averages. The figures show that the research has been able to 
capture a low paid sample.
One reason for this amount of difference in average earnings could be because the official 
figures of the ONS are representative of the overall occupation, including different sub 
categories. Some specific statistics provide a clearer picture. For example, 75 % of
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workers in hotels and restaurants, and, 55% wholesale and retail earn less than £6 an hour 
(Social Trends, 2001, ONS).
The other approach to test the reliability of self-reported incomes is to do a validity 
analysis of the data. The logic behind this analysis is that if the sample is randomly or 
otherwise divided and there is a correlation of mean figures, the earnings information is 
more or less similar across the spread. And even if there is an exaggeration or 
underestimation, it exists across the distribution and thus can be taken at face value.
Two methods of reliability tests are done for the earnings data. The first is the split half 
method (as discussed in Riley et al, 2000), where odd and even questionnaires were 
grouped together and a correlation was done for the two. The correlation value was p= 
0.213**, sig=0.00. This shows a reasonable degree of validity across the split sample.
A split half reliability test was also done across occupations as the data analysis was done 
in batches of occupational groups. The results are as shown in Table 6.2
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Table 6.2: Split half correlation across occupations
Split half correlation by occupation Correlation figures
Hotels P=0.51**, sig= 0.00
Retail P= 0.39**, sig= 0.01
Transcom P= 0.73**, sig= 0.00
As can be seen in the table 6.2, there is a medium to strong degree of correlation across 
all the occupational categories. This provides a reasonable degree of reliability for the
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data. And if there is an exaggeration or under estimation of self reported earnings, it is 
spread across the sample. A reasonable degree of correlation as found in both tests 
validate the earnings information and they are taken at face value for all analysis 
purposes.
6.2.5 Earnings profile
6.2.5.1 The overall picture
The average sample earnings from all jobs is £275.70 per week (see appendix 16a for 
earnings distribution graph). This figure is nearer the national earnings of manual 
workers (£277.7- NES, 2001) than the average figures of U.K. workers £435.9 (ONS,
2001), and falls in the bottom quintile of the earnings distribution. The high standard 
deviation of £82.9 indicates the extent of spread in earnings distribution.
The sample has a positive skewness of .666 indicating a clustering of the scores towards 
the low values. This indicates that the earnings of most of the sample are concentrated at 
the lower end of the distribution. The distribution has a negative kurtosis of -.146, which 
is acceptable for a normal distribution. Talbachnick and Fidell (1996) maintain that 
skewness and kurtosis are too sensitive with reasonably large samples and recommend 
inspecting the shape of the distribution as a better predictor of normality. The shape of 
the earnings distribution is reasonably normal (see appendix 16b) and considered as such 
for the purpose of data analysis.
Although the mean weekly figure reflects the national manual workers average earnings, 
the hourly earnings of £5.30 do not compare with the national figure of £7.22. This might
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be due to the extra effort input by this sample as the New Earnings Survey (NES, 2001) 
does not take overtime or second jobs into consideration. This suggestion will be looked 
at when discussing the income and effort of the sample in further sections of this chapter.
6.2.5.2 Multiple jobs and earnings
The next step is to look at the difference of earnings distribution between people who 
have one job and those who have two jobs or more. Sharif (2001) observes that people 
from poor households increase their effort in order to achieve subsistence. Specifically, 
researchers (Kimmel and Conway, 2001; Avrett, 2001) have found that people holding 
multiple jobs generally receive lower wages, work longer hours than the average workers. 
If the average multiple job holder works longer than the average single job holder, other 
things being equal, it should be reflected in the amount of pay received by them.
Based on the understandings from the research, it is proposed that 
Hypothesis 1
Ho: There would be no differences in the total individual earnings between those working 
in single jo b s  and those working in multiple jobs
Ha: People working in multiple jo b s  will earn more than people working in single jobs.
The mean total weekly earnings of people doing two or more jobs (£318.90) were 
significantly higher than for those with one job (£253.80).
A t test was conducted to establish a statistically significant difference between the two 
groups and their total individual earnings. Group 1 are those people working in single 
jobs, and Group 2 are those having two or more jobs. A sig value (2 tailed) was .000
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indicating a statistically significant difference in the earnings for Group 1 (M= £253.80 
s.d. £75.18) and Group 2 (M= £317.04, s.d.£81,18). In other words, people working in 
two or more jobs earned significantly more than those working in single jobs. Thus the 
alternate hypothesis is accepted affirming that people working in multiple jobs earn more 
than those working in single jobs.
However, the mean rate per hour was similar for both the groups with those in multiple 
jobs earning £5.40 compared to those in single jobs £5.25. This implies that for the 
multiple job holders it is the extra effort that leads to more pay and their extra jobs do not 
automatically translate to higher income, supporting previous research as mentioned in 
the beginning of this section.
6.2.5.3 Gender and earnings
According to the low pay literature, gender is a key variable influenced by low pay. 
Traditionally, women are found to have higher incidences of low pay compared to men in 
similar jobs (Low Pay Commission, 1998). It is thus hypothesised that
Hypothesis 2
Ho: There would be no difference in the total individual earnings o f  men and women 
Ha: The total individual earnings o f  men would be significantly higher than that o f  the 
women.
This sample echoed the literature with women earning £243.70 a week compared to men 
who earned £292.60. A t test was done between the categories of gender across total 
individual earnings. Table 6.3 presents the results of the t test
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Table 6.3: T test across gender of total individual earnings per week
F
''
■
Sig t Df Sig (2 
tailed
)
Mea
n
diff
Std 
error 
of diff
95 % confidence 
interval of the 
differenc
Lower Upper
Equal
variance
s
assumed
1.52
2
.218 4.76
4
265 .000 48.8
9
10.26 28.685 69.101
Equal 
variance 
s not 
assumed
4.88
8
198.
8
.000 48.8
9
10.00 29.167 68.619
The results in table 6.3 show that there is a significant difference at the p<.05 level in 
total earnings for men and women, with men earning £292.58 on average (s.d. 81.86) and 
women earning £243.69 (s.d. 75.38) a week. The alternate hypothesis is accepted on the 
basis of the findings.
However interestingly, the hourly earnings for men (£5.35) and women (£5.17) are 
similar. Also, the average earnings of women are significantly higher than the national 
earnings of women manual labourers (£214.8, NES 2001), while the earnings of men are 
similar to the national average (£291.20, NES 2001).
6.2.5.4 Age and earnings
The next variable of interest is age. The low paid are often found to be very young or 
very old (Sloane and Theodossiou, 1998), Hurtsfield (1987, as discussed in Dex, Robson 
and Wilkinson, 1999). It is thus hypothesised that
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Hypothesis 3
Ho: There will be no differences in individual total earnings across the age categories. 
Ha: The total individual earnings o f  people in the younger and older age groups will be 
less than all the others.
Table 6.4 provides the earnings dispersion of the sample based on the different age 
groups.
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Table 6.4: Earnings dispersion of the age distribution
Age categories No of respondents (n= 267) Mean weekly earnings in all jobs
21 or below 6 £187.70
22- 25 35 £277.21
26- 35 93 £271.58
36- 45 96 £286.80
46- 55 31 £284.35
55- 60 4 £207.50
61 or above 2 £180.00
Total 267 £275.74
As can be seen in table 6.4, people aged above 61 and below 21 are earning the lowest 
amount of pay per week. However, a one way ANOVA between the age groups showed 
no differences across in earnings. Thus the null hypothesis is accepted. The next section 
looks at the household circumstances of the sample.
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6.2.5.5 Household earnings
The impetus to work is dependent on the cost of not working. Economists say that non­
labour income strongly influences the decision to work and thus accept the pay, in this 
case low pay (Hammermesh et al, 1996). A majority of this sample have other working 
members in their household with 184 respondents (69%) having two or more people 
working in the household. Therefore, the average weekly household earnings is much 
higher, £402.17, (s.d. £169) than the average weekly individual earnings, £275.7.
Women in this sample contribute less to the total house hold income (£243.70 a week out 
of £425 household income) compared to men (£292.60 out of £390 per week). More 
interestingly, people working in multiple jobs have much higher household income 
(£455.5, s.d. 166.4) than those working in single jobs (£373.66).
6.2.6 Summary- Is the sample low paid?
This section attempts to establish the validity of the sample as a low paid one. Chapter 
two provided an understanding of the economics of low pay. It documented the fact that 
there are no definitions of low pay. It is generally defined in relative terms, in other 
words, people are considered low paid if they have wages below a certain quartile of the 
distribution. Some approaches were discussed in Chapter two. The sample is established 
as being low paid by showing its position in the national earnings distribution of manual 
workers and also comparing it with figures published by the New Earnings Survey 
(2001).
The sample’s mean weekly earnings were £275.70 for all jobs. The total earnings reflect 
the national average of £277.70, which falls in the bottom quintile of the earnings
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distribution. Further, the mean hourly earnings for the main job, £5.26, is closer to the 
national minimum wage of £4.20 than the national hourly earnings of manual workers- 
£7.22, (New earnings Survey, NES, 2001). According to the NES (2001), less than 25% 
of all manual labourers earn below £5.95 per hour, a category into which this sample 
falls. Eventhough the weekly earning of all jobs is nearer the national average, the hourly 
earnings of £5.30 is not. This shows that the sample is inputting much more hours to 
achieve a weekly wage and remain within the bottom quintile of the earnings distribution. 
Weekly earnings and hourly earnings figures for all jobs are similar to the national 
average of manual workers. This figure is influenced by those working in multiple jobs. 
The mean total weekly earnings of people doing two or more jobs (£318.90) was 
significantly higher than for those with one job (£253.80). Women were found to earn 
slightly more than the average national earnings of women but they still fall in the bottom 
quintile. Based on the working definitions of low pay and the comparisons with national 
averages, the sample can be clearly identified as low paid and considered to be suitable 
for the purpose of this study.
6.3 Hours distribution
6.3.1 Introduction 1
The low paid are usually said to work extremely long hours partly due to poorer 
circumstances (Sharif, 2000). This section presents the descriptive findings of the hours 
worked by this low paid sample and shows through comparisons the extent of extra effort 
undertaken by them.
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6.3.2 Reliability of the hours data
As discussed in the section on pay distribution, it was felt necessary to test the reliability 
of the data on earnings and hours as they are self reported and central to the research. The 
alternate questionnaire analysis of odd and even numbers was done to validate the data on 
hours, alongwith a split half analysis by occupation. Tables 6.5 a and b present the 
findings of the two types of correlation tests.
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Table 6.5 a: Split half correlation tests of total hours by occupation
Split half correlation analysis by occupation
'' "" '
Correlation figures
Hotels R= 0.394**, Sig= 0.003
Retail R= 0.220**, Sig= 0.000
Transcom R= 0.583**, Sig= 0.001
Table 6.5 b: Alternate numbers correlation for whole sample
Alternate numbers correlation Correlation figures
Total sample R= 0.64**, Sig=0.001
The figures in table 6.5 a and b show a moderate to high degree of correlation across both 
kinds of sample splits. The figures are considered dependable and used for the purpose of 
analysis.
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6.3.3. Hours distribution of the sample
6.3.3.1 Introduction
This section presents the distribution of hours and relates it to the general low paid 
population. It looks at actual distribution of hours and its relation to key work and 
personal variables.
6.3.3.2 Hours distribution
The average working week in U.K. has always been higher than other European countries 
(see appendix 17 for detail). The current average working week in U.K. is 38 hours for 
full time employment (Labour Market Statistic, 2001). It is much higher for manual 
workers (43.5 hours) according to the New Earnings Survey, 2001. This low paid sample 
also reflects this culture of working long hours (see appendix 18a). The sample worked
51.9 hours per week on average. The mode is 40 hours and most the sample work 
between 40 -60 hours a week.
The sample has a slight positive skewness of .26, which can be considered normal, and a 
negative kurtosis of .53 indicating a flatter distribution. As discussed in the earnings 
distribution, it is believed that in the case of larger samples (200+) the shape of the 
distribution is a better predictor of normality. The shape of the earnings distribution is 
reasonably normal (see appendix 18b) and considered as such for the purpose of data 
analysis. Since the research is interested in acceptance of low paid jobs, which is partly 
defined by extension of labour supply, it is necessary to look at hours worked in main 
jobs and relate it to the extra hours worked. The mean hours for main job of 39 hours per 
week and the mode and median of 40 hours a week are very near national averages, but
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much lower than the total weekly hours (51.9) worked by the sample. This is because of 
the overtime worked by the sample.
Men are traditionally said to work more hours than women. The Office of National 
Statistics (2001) found that male manual workers worked 43.9 hours on average 
including overtime, while female manual workers worked 39.9 hours a week. Thus the 
hypothesis is as follows
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Hypothesis 4
Ho: There would be no difference in the total hours worked between men and women 
Ha: Men will work longer hours a week in total than women
Table 6.6 presents the results of the t tests comparing the total hours worked between 
men and women
Table 6.6: T test comparing total hours worked for men and women
F s»g t df Sig (2 
tailed 
)
Mea
n
diff
Std 
error 
of diff
95 % confidence 
interval of the 
differenc
Lower Upper
Equal
variance
s
assumed
0.00
2
0.96
1
6.58
5
265 .000 7.66 1.163 5.3699 9.951
Equal 
variance 
s not 
assumed
6.66
8
192 .000 7.66 1.149 5.3948 9.927
The results in table 6.6 indicate that there is a significant difference at the p<.05 level in 
the hours worked by men and women. The results indicate that men work much longer
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(55 hours) on average than women (47 hours). Thus the alternate hypothesis is accepted. 
The arguments and implications of this finding will be discussed in later sections.
6.3.3.3 Extra hours
A significant proportion of the sample is extending effort. 207 respondents (77.5%) either 
work overtime in their main job or by hold multiple jobs, or does both. 174 respondents 
(65.12%) work overtime only in main jobs, 93 (35%) respondents have second jobs, 56 
(21%) work overtime in main job as well as multiple jobs. The average overtime of the 
sample is around 8 hours in main jobs and 5 hours in other jobs.
Gender wise, Avrett (2001) observes that lately the number of women holding dual or 
more jobs has increased. However, men working in multiple jobs are likely to work 
longer than women working in multiple jobs. This is because women are more likely to 
hold two part time jobs whereas men typically hold one full time job and one part time 
job (Stinson and Plewes, 1991, Averett, 2001). Consequently, it is hypothesised that
Hypothesis 5
Ho: There will be no differences in the total hours worked in extra effort 
between men and women
Ha: Men will work longer in extra effort compared to women
More men (159 out of 175) than women (48 out of 93) are engaged in some form of 
overtime. A t test between men and women on overtime was found to be significant, sig 
.023 at the p<.05 level, but the actual difference was not so large (men= M=17 hours, s.d.
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7.5 hours; women= M= 14 hours, s.d.= 7.2 hours). Thus the alternate hypothesis is 
substantiated.
There were no significant differences across age groups or occupations. The next section 
looks at the distribution of hours and overtime based on the number of jobs worked.
6.3.3.4 Multiple jobs and distribution of hours
Number of jobs is a key variable of interest, due to two reasons. First, literature shows 
that multiple jobs is caused by a variety of reasons, poverty being one of them And 
second, there could be possible constraints on searching like hours and convenience, 
faced by people holding more than one job (as discussed in methodology).
Horn's worked varied greatly by number of jobs. 93 respondents (33 %) hold two or more 
jobs, and they work 59 hours a week against 48 hours worked by those holding single 
jobs. Interestingly, hours of overtime varied significantly between those working in 
single jobs (M= 13.4, s.d. 5.57) and those holding multiple jobs (M= 19.3, s.d 8,4). These 
figures are crucial as they not only show the extent of marginal effort input by those 
holding 2 or more jobs, but also show the higher search constraints through time 
restriction faced by those having more than one job. The next section briefly profiles the 
respondents by the hours distribution.
6.3.3.5 Profile of the hours distribution
Men worked 55 hours a week compared to women who worked 47 hours. This reflects 
national statistical figures where men are seen to work longer (40 hours) than women 
(34.3 hours) (Labour Market Statistic, 2001). Having a comparatively younger work
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sample also increases the hours worked. People aged between 36 to 45 work 54.3 hours 
per week, which is much more than the hours of those aged above 60 (40 hours) or below 
21 (39 horn's).
By occupation, the transport and communication workers worked the longest (54 hours) 
followed by hotel workers (52.5 hours). However, the difference between the 
occupational categories is that while hotel workers predominantly work in single jobs (44 
respondents out of 46 respondents), more than half of transcom workers hold multiple 
jobs (43 out of 41 respondents). This could be due to the availability of overtime and 
nature of the occupation itself. As seen in the overtime distribution, most of hotel 
workers work overtime in their main jobs (42 out of 46 respondents), while just over half 
transcom workers (49 out of 81 respondents) work overtime in other jobs. Also, 15 out of 
46 hotel workers (33%) said that their overtime varied while only 3 out of 81 (4%) of 
transcom workers reported variations in overtime. It is suggested that the nature of job 
could influence the acceptance through the number of jobs held and hours of overtime 
worked.
6.3.4 Summary of hours worked
The sample is reflective of the traditional low paid population. It is working long hours 
by undertaking high amount of extra effort. This can be seen in the fact that the hours 
worked in main job is near national averages while total hours worked in all jobs is 
higher than national averages, making the number of jobs held a key variable of interest. 
Other findings follow traditional characteristics, like men work longer and the younger 
age groups worker longer than the older age groups.
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Availability of overtime appears to be a key variable being influenced by the nature of 
occupation whilst having an impact on the number jobs worked. Hours of overtime 
worked also varies by occupation and the number of jobs held. The impact of these on the 
searching behaviour will be discussed in the next chapter. Having seen that the sample is 
working extremely long hours mainly through extra effort in overtime, or holding second 
jobs, it is now necessary to see the effect of these on pay. The next section looks at the 
relationship between effort and income for this sample.
6.4 Effort and income
6.4.1 Introduction
This section carries on from the descriptive analysis of hours worked and the income 
received by the sample. It ties together the effort in hours worked with the weekly 
earnings to see the effect on pay for the low paid sample. It also looks at the impact of 
marginal effort on pay to find out if there is any real gain in working the long hours of 
overtime that they do.
6.4.2 Effort and income
It has already been shown that the sample displays the characteristics of being low paid, 
working long hours and earning very little. Figure 6.1 shows the total weekly pay 
received against the total weekly hours worked by the sample.
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Figure 6.1: Total hours versus total earnings of the sample
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As can be seen from the figure 6.1, although there are exceptions, there is a positive 
correlation between income and effort. The correlation is significant at the 0.01 level (r= 
0.683**). As already discussed the sample has a high average working week of 51.9 
hours. Against this, the sample earns £275.74 per week, which works out to just £5.30 per 
hour, closer to the national minimum wage of £4.20 per hour than the national hourly 
earnings of manual workers of £7.22 per hour (New earnings Survey, NES, 2001).
Whereas the correlation coefficient indicates the strength of the relationship between 
effort and income, it does not inform on how much the variance of the dependent variable 
will be explained by the independent variable(s) (Sekaran, 1992). A simple ordinary least 
square regression was hence done in order to test the predictive power of total effort on 
total income. Table 6.7 presents the results of the regression analysis.
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Table 6.7: Predicting Total Pay: Ordinary Least Square (OLS) Regression Results 
(n = 332)
Model Unstan
Coefl
dardized
ficients
Standardized
Coefficients
t Sig.
B Std. E rror Beta
Constant -26.26 17.39 -1.51 .132
Total effort 5.64 .33 .68 16.97 .000
R =.68
Rz = .46
F = 288.27 (d.f.= l)
p =.000
As can be seen from table 6.7, the data fit the model. Total effort expended is 
significantly related to the total pay earned by the sample. The model explained 46% of 
the variance in predicting total pay. There was no negative affect of multicoilinearity. 
Therefore, extension of effort for this sample is a major factor in predicting total pay 
earned. The next part briefly puts the earnings of the sample in perspective by comparing 
the earnings of the sample with the national minimum wage, before going on to review 
the findings of marginal effort and marginal pay.
Figure 6.2 is the mean figure of total personal income indexed against the national 
minimum wage. Since the majority of the respondents were above 21, the minimum wage 
was taken as £4.20 per hour, the rate when the study was conducted.
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Figure 6.2: Pay per hour indexed to the NMW
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This figure 6.2 indicates that while some respondents earn twice the national minimum 
wage, most of the sample is earning around the national minimum wage.
6.4.3 Marginal effort and marginal pay
The questionnaire did not directly ask for overtime pay rates. The rationale was not to 
include too many questions on pay which could result in fewer responses. The research 
thus analyses marginal income by looking at pay per hour against cumulative hours to see 
if people working longer hours earn a higher marginal pay. The results found no 
difference in pay per hour over cumulative hours (see appendix 19). So although there is 
no preliminary evidence as to whether extra effort results in extra income, secondary data 
suggests that marginal effort does not lead on to higher pay rates.
In terms of differences in earnings based on multiple jobs, there is not much difference in 
the hourly earnings of those working single jobs and those having more than one job. The 
former earns £5.28 for every hour worked, while the latter earns £5.40 for every hour
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worked. Even though people having two or more jobs are working significantly longer 
(59 hours) per week than those working in single jobs (48 hours per week), the extra 
effort does not translate into higher pay rates. This although not direct, in the absence of 
information on overtime pay is an indication that for this sample marginal hours do not 
transform into higher marginal income. Thus for this sample, only the above data serves 
as loose evidence of effort and pay in marginal circumstances.
6.4.4 Summary of effort and income
So far, the chapter has provided a picture of the sample while comparing it with the 
national situation. Based on comparisons with national statistics and the discussion in the 
methodology chapter on what constitutes low pay, it is firmly established that this sample 
is low paid and suits the purpose of the study. The earnings are near the national average 
of manual workers but the higher number of hours worked shows the extent of extra 
effort input. People having two or more jobs appear to work longer and earn more than 
those having single jobs. Women earn less than men and the young and the old earn less 
on average than the other age groups. The analysis so far has identified the sample as low 
paid and sporting the traditional characteristics of the low paid.
The next section moves from the descriptive analysis to analysing satisfaction variables. 
It presents the findings of the results of job satisfaction, pay comparison, earnings 
satisfaction and money ethics scale. Then the whole group of findings is brought together 
to answer a crucial question- Is the sample looking for a better job?
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6.5 Satisfaction
6.5.1 Introduction
The meanings, measures and relationships of satisfaction variables have been explained 
previously in the literature reviews and methodology. This part presents the main 
findings of the satisfaction variables looked at in the study. There are four main variables 
of interest: job satisfaction, earnings satisfaction, pay comparison and money ethics scale. 
This section presents the findings of all of the four measures. While looking at earnings 
satisfaction, the relevant sub section also informs on the findings of target income or 
income aspirations. It then goes on to relate them to the subject and job variables of 
interest.
6.5.2 Job satisfaction
Job satisfaction was queried through a single question answered on a five point likert 
scale, ranging from extremely satisfied to extremely dissatisfied. For simplification 
purposes the question was asked for the main job worked by the sample. All the 267 
respondents answered this question.
The results show that most of the respondents are satisfied with their jobs. Figure 6.3 
shows the sample distribution on satisfaction across the Likert scale.
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Figure 6.3: Job satisfaction of the sample in their main job 
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As can be seen in figure 6.3, overall, a majority of the sample are satisfied with their job. 
The mean score 2.47 (s.d. 0.851) and the mode value of 2, also confirm that the sample 
on the whole is satisfied with their jobs. The high positive skewness value of 0.956 
supports this clustering of the data to the ‘satisfied’ value, while the negative kurosis 
value of - 302 indicates the presence of many cases in the extremes. However, given the 
sample size 200+, these values will not make a substantive difference in the analysis. The 
sample is distributed reasonably enough so as to make comparisons across groups 
possible.
A high job satisfaction could indicate acceptance in certain circumstances. The literature 
review suggested that people accept low pay partly because of limited choice and 
aspirations. The literature also found pay satisfaction to be an important part of job 
satisfaction. Thus it could be suggested that after a point, even if it seems to be low paid 
to the outsiders, pay becomes secondary to other job characteristics. As Riley and Szivas
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(2001) observe, once the crossover point of ‘target earnings’ is reached, other job 
attributes become important and if people have reached their targets, jobs satisfaction 
could lead to acceptance. The next section looks at the earnings satisfaction to further 
comment on the job satisfaction figures.
6.5.3 Earnings satisfaction and target earnings
6.5.3.1 Earnings satisfaction
A single question was asked to gather information on earnings satisfaction. The question 
‘How satisfied or dissatisfied are you with your earnings’ was asked in relation to total 
earnings and the respondents answered on a likert scale ranging from 1 to 5, where 1 is 
extremely satisfied and 5 is extremely dissatisfied. Figure 6.4 presents the earnings 
distribution of the sample.
Figure 6.4: Pay satisfaction scores of the sample
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As can be seen in figure 6.4, a majority of the sample is extremely dissatisfied with their 
earnings. The mean score 4.37, (s.d. 0.825) the mode- 5 and the median 5 also show the 
extent of dissatisfaction with the earnings for this sample. 140 respondents (52%) are 
extremely dissatisfied with their pay while 102 respondents (38%) are dissatisfied. Fewer 
than 16 people (6 percent) were satisfied with their pay. Given the high levels of 
dissatisfaction with pay on one hand and high levels of satisfaction with job on the other, 
the relationship between pay and job satisfaction across variables will be explored in 
further sections in this chapter. At this point, it appears that acceptance of low pay is not 
influenced by satisfaction with earnings, this will be discussed in depth in the next 
chapters. The next sub section looks at target earnings scores in the sample.
6.5.3.2 Target earnings
The average target income cited by the respondents £339.62 a week, appears to be higher 
than their total weekly income (£266). However a Pearson product moment correlation 
analysis foimd a strong positive correlation between target earnings and total individual 
earnings ( i-  .594**, p<.000). The suggestion here is that the target earnings mirrors the 
actual earnings and that the sample might have limited aspirations. This is discussed in 
the next section, which compares the targets with national average earnings.
People having multiple jobs earned significantly more than those doing single jobs. It 
thus becomes interesting to see if there are differences in their earning aspirations or 
target earnings. The researcher has not come across any research looking at target 
aspirations based on multiple jobs. Given that the multiple jobholders work longer and
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earn more, it would be natural to expect that they have somewhat higher target earnings 
than those in single jobs. The hypothesis here is that
Hypothesis 6
Ho: There will be no difference in the target earnings between those holding single and 
those holding multiple jobs.
Ha: People working in multiple jobs will have relatively higher targets than people 
holding single jobs.
An independent samples t test was conducted to compare target earnings for single jobs 
and multiple jobs. There was a significant difference in target earnings for single job 
workers (£329.23, s.d. 107.47) and those holding two or more jobs (£358, s.d.81.01). The 
magnitude of the differences in the means was very significant, sig value 0.017 at the 
p<.05 level. Thus the alternate hypothesis is substantiated and it is suggested that those 
working in multiple jobs have relatively higher target earnings than those in single jobs.
The other variables looked at include gender, age and occupational categories. Men had 
higher targets (£348.87) than women (£321.02) reflecting the differences in their 
earnings. Age was not found significant in target earnings nor was occupational 
categories. However, it was interesting to compare target earnings with actual earnings 
and average national earnings. The results by occupational category are given in Table 
6.8
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Table 6.8: Target earnings compared with actual earnings and national 
occupational averages
Occupation Sample
no
Mean weekly 
earnings
Target
earnings
National average 
earnings
Transcom 81 (30%) £268.47 
s.d. (£55.37)
£338.42 
s.d. (£60.17)
£441.0
Retail 112(41%) £291.97 
s.d. (£98.92)
£344.32 
s.d. (£106.14)
£383.1
Hotel 46(17%) £276.18 
s.d. (£80.34)
£338.72 
s.d.(£102.92)
£289.1
Others 28(11%) £231.10 
s.d. (£65.43)
£326.38 
s.d. (153.18)
Table 6.8 shows that the target earnings are considerably higher than the actual earnings 
of the sample. Occupation wise, transcom workers have the highest difference between 
target and actual earnings (£70) followed closely by hotel (£62) and retail (£50) workers. 
A study of the difference between target and national averages show that the target is 
well below the national mean earnings for transcom and retail workers. In the case of 
hotel workers, the target is slightly higher than the national comparisons.
It appears that the target is comparable to and falls between average occupational 
earnings and real earnings. This first shows the extent of low pay prevalent in this sample 
and second suggests that the sample has low monetary aspirations. The next section 
identifies the main comparisons that the sample makes in relation to their pay 
equity/inequity.
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6.5.4 Pay comparison
One of the main explanations in acceptance of pay is the idea of references (as discussed 
in Chapter 3). The idea that people accept or are satisfied after making comparisons with 
significant others forms the basis of reference group theory. The research used a series of 
five statements identified through literature which include ‘My pay’ in comparison to the 
pay o ffa m ily  and  frie n d s, my fin a n c ia l needs, com pared to my pay in  p rev ious jobs, in  
re la tio n  to other job s w ith in  the com pany and  in  re la tio n  to s im ila r jo b s in  the industry. 
For each of the statements, the respondent chose above, same or below. Since our interest 
lies in the extent of inequity felt by the respondents, the research has grouped above and 
same together against below in order to simplify the findings. Table 6.9 shows the 
number of respondents choosing below or above for each of the statements
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Table 6.9: Pay comparison distribution of the sample
My pay in comparison to the pay of
.
■
No of respondents 
(above or same)
No of respondents 
(below)
family and friends 77 (28%) 190 (72%)
my financial needs 43 (16%) 224 (84%)
my pay in previous jobs 204 (76%) 63 (24%)
other jobs within the company 204 (76%) 63 (24%)
similar jobs in the industry 209 (78%) 58 (22%)
Table 6.9 has some important findings. The most significant finding here is that for most 
of the people, their pay compares unfavourably with their needs, fulfilling financial needs 
is the priority of the sample. Given that this is an extremely low paid sample this finding
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is as expected and supports observations by Sharif (1986) that the working poor behave 
very differently from the others. The other interesting figure is that of pay comparisons 
with previous jobs, most of the people feel they earn more than what they did in their last 
job. Comparisons with other jobs in the industry also is favourable, providing a clue as to 
why they are in this particular jobs. These results will be related to earnings satisfaction 
and pay variables in further sections to gain further understanding of the results. The next 
section presents the findings of the money ethics scale.
6.5.5 Money Ethic Scale
6.5.5.1 Introduction
The money ethic scale is an instrument that measures the attitude towards money (Tang, 
1995). For the purpose of this study Tang’s 12 item Short Money Ethic Score (SMES) 
was used as it was developed specifically to measure money attitudes in organisational 
settings and work related settings. It consists of 12 statements answered on a 5 point 
likert scale ranging from disagree strongly to agree strongly. Therefore, the total score 
ranges from 12 to 60. This study found the measure to be reliable with a Cronbach alpha 
coefficient score of 0.72.
6.5.5.2 Money Ethic Scale
A descriptive analysis of the SMES raw scores show that the entire sample has a 
moderate attitude towards money (mean- 44.40, mode=42, s.d. 6.21). The sample is 
divided into three groups of low (12- 42), medium (43- 48) and high (49- 60) based on a 
three way data split. A few outliers were found and left as they were, as they were not 
considered to have serious effects on the result. Of the total sample, 109 people (41%)
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had low money attitude, 93 people (35%) had medium money attitude and 65 people 
(28%) had high attitude towards money. However, it needs to be mentioned that a lot of 
the people in the middle had scores bordering on a high attitude towards money. So the 
sample can be assumed to have a moderate to high attitude towards money.
There is lack of literature looking at money attitudes based on multiple jobs. However, as 
people holding multiple jobs appear to work longer, earn more and have higher target 
income, it was expected that they will possibly be guided by higher money attitudes. It 
was thus hypothesised that
Hypothesis 7
Ho: There w ill be no relationship in the money attitude scores o f  those holding single 
jo b s  and those holding multiple jo b s
Ha: People holding multiple jo b s  will have higher money attitudes than people working 
in single jobs.
A t test was done to compare money attitude scores for single jobs and multiple job 
workers. There was a significant difference in scores between the two groups, sig .019 at 
the p<.05 level, with multiple job holders having higher money attitudes.
But the actual difference in mean values was very small (single job workers mean SMES- 
43.75, multiple job workers mean SMES- 45.62, ). The hypothesis is thus left open for 
interpretation.
This section so far looked at the satisfaction variables employed in the study. Four 
measures were looked at which include job satisfaction, earnings satisfaction, pay 
comparison and money ethics scale. These results on their own show that the sample is
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highly satisfied with their job, highly dissatisfied with their earnings, have limited 
monetary aspirations, feel that their pay is below their needs and have a positive attitude 
towards money. The next step is to relate these satisfaction variables among each other in 
order to make sense of the results so far.
6.5.5.3 Money Attitudes and earnings
The first test with regard to money attitudes is to see if the attitude towards money has 
any effect on the total personal weekly earnings. In order to do this, Tang’s (1992) 
Money Score (the total score of all the twelve items for each respondent) was divided 
into three groups using a three way data split (Tang, 2001). Based on the same this 
sample is divided into three groups Group 1- low (12- 42), Group 2-medium (43- 48) 
and Group 3- high (49- 60).
On the basis of the literary arguments, it is theorised that there would be a positive 
relationship between Tang’s money score and personal weekly earnings. People in the 
higher group would earn more than the other groups and people in the medium group 
would earn more than the people in the low money score group. The hypothesis is as 
follows
Hypothesis 8
Ho: There is no mean difference in the total individual earnings among people having 
low, medium and high money scores
Ha: The mean total individual earnings will be higher for high money score group, 
followed by medium money score group and then low money score group.
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Table 6.10 shows a comparison of total individual mean earnings using one way between 
groups ANOVA
Table 6.10: Comparison of total individual mean earnings with money attitude 
groups
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ANOVA
ur personal earninc)s from all jobs
Sum of 
Squares df Mean Square F Sig.
Between Groups 
Within Groups 
Total
3240.651
1824072
1827313
2
264
266
1620.326
6909.365
.235 .791
There was no statistically significant difference at the p<.05 level in total individual 
earnings for the three groups as seen in table 6.10. The actual difference in mean scores 
was quite small. Post hoc comparisons using the Tukey HSD test indicated that there was 
no difference in the mean weekly earnings between Group 1 (M=£279.90, s.d. £86.72) 
and Group 2 (M= £273.36, s.d £79.93) or Group 3 (M=£272.17, s.d. £81.39). Thus, the 
alternate hypothesis was not substantiated.
6.5.5.4 Money attitudes and pay satisfaction
The second test in relation to money attitudes is to see if attitudes towards money have 
any effect on pay satisfaction. A single question was asked to gather information on 
earnings or pay satisfaction. The question ‘How satisfied or dissatisfied are you with your 
earnings’ is asked in relation to total earnings and the respondents answered on a likert 
scale ranging from extremely satisfied to extremely dissatisfied.
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There has been little research looking at money attitudes as a cause of pay satisfaction 
(Furnham, 1984, Tang, 1995). Tang (1995) reported a negative relationship between 
money attitudes and pay satisfaction using Smith et al’s (1969) Job Descriptive Index. 
However, the correlation was weak (r= 0.11) with the sample consisting predominantly 
(65%) of part time employees and unemployed people. Based on theoretical arguments, it 
is claimed that there is a negative relationship between money attitudes score (Tang’s 
money score) and pay satisfaction. People having higher money attitudes will report 
lower pay satisfaction and vice versa. The hypothesis is as follows
Hypothesis 9
Ho: There is no mean difference in the total pay satisfaction score for people having low, 
medium and high money scores
Ha: The mean pay satisfaction score will be lower for people having high money scores 
and vice versa
Table 6.11 shows the comparison of total mean pay satisfaction scores using one way 
between groups ANOVA
Table 6.11: Comparison of total mean pay satisfaction scores against money attitude 
groups
ANOVA
Sum of 
Squares df Mean Square F Sig.
Between Groups 15.639 2 7.819 12.500 .000
Within Groups 164.515 263 .626
Total 180.154 265
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The one way ANOVA between groups in table 6.11 shows that there is a statistically 
significant difference at the p<.05 level in pay satisfaction scores for the three money 
score groups. Post hoc comparisons show that the mean score for Group 1 (M= 4.09, s.d=
0.933) is significantly different from Group 2 (M= 4.48, s.d. .716) and Group 3 (M= 4.68, 
s.d. 0.615). A correlation between the total money attitude score and the pay satisfaction 
score also shows a significant positive relationship between the two variables, 
(r=0.359***, p=0.000).
Pay satisfaction scores range from ‘extremely satisfied to extremely dissatisfied’, so a 
higher score indicates lower satisfaction. The results above suggest that money attitude is 
negatively related with pay satisfaction. The groups having lower money score is more 
satisfied with their pay compared to the other two groups and vice versa. Thus the null 
hypothesis is rejected and the alternate hypothesis is accepted.
Although there exists a difference between the groups, it needs to be mentioned that 
overall, the sample is extremely dissatisfied (pay satisfaction mean= 4.37) with their pay. 
The difference is in the degree of dissatisfaction, and the results can be broadly 
interpreted as people having low money scores are dissatisfied while people having 
higher money scores are extremely dissatisfied with their pay.
6.5.6 Job satisfaction and Pay satisfaction
The next subject of interest is the relationship between pay satisfaction and job 
satisfaction. Researchers agree that pay is an important aspect of job satisfaction. Lawler 
(1971, 1981) states that observational evidence abounds that pay is important to people. 
Heneman and Schwab (1985) argue that pay is an important dimension of job
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satisfaction. Based on theoretical arguments, it is claimed that there is a positive 
relationship between job satisfaction and pay satisfaction. A Pearson product moment 
correlation between the raw pay satisfaction scores and job satisfaction scores found no 
association between the two with a very weak positive correlation of r=0.09, Sig= 0.106.
6.5.7 Profiling pay comparison
The research used a series of five statements identified through literature which include 
‘My pay’ in comparison to the pay offamily and friends, my financial needs, compared 
to my pay in previous jobs, in relation to other jobs within the company and in relation 
to similar jobs in the industry. For each of the statements, the respondent chose one of 
these options ‘above, same or below’ . The following sections discuss some key findings.
The descriptive analysis showed that a significant number of respondents (224, (84%)) 
felt that they were earning below their financial needs. The money attitudes of those who 
felt that they earned below their needs was slightly higher (M= 45) than those who felt 
they earned above or the same in comparison to their needs (M= 41.28). Pay satisfaction 
was also different for the two groups. Those who felt that their earnings were above or 
the same in comparison to their financial needs were more satisfied with their pay (M= 
3.74) than those who felt that they earned below in comparison to their financial needs 
(M= 4.49). In other words, people who felt that their earnings were below their needs 
were less satisfied than those who felt that their earnings were above or equal to their 
needs. These results indicate that people who feel that their earnings are below in 
comparison to their financial needs have both lower pay satisfaction and higher money 
attitudes than the others.
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Another key finding in the analysis of the pay comparison statements was that 204 
respondents (76%) felt that they were earning above or equal to the pay in their previous 
jobs. Mean money attitude scores were found to be significantly different, (sig value
0.04) between those who felt that they were earning above and those who felt that they 
were earning below their pay in previous jobs. Mean scores indicate that those who felt 
that their earnings were below their previous jobs reported stronger attitudes towards 
money (M= 43.97, s.d. 6.62), than the other group (M= 45.81; s.d 6.62).
Another finding worth mentioning is the difference between those who felt their earnings 
were above or below that of their family and friends. A majority of the sample, 190 
(71%) believed that they were earning below their family and friends. A t test (sig value
0.029) further indicated that those who felt that their earnings were below that of their 
family and friends had lower pay satisfaction (M= 4.46, s.d. 0.703) than those who felt 
that they earned more than their family and friends (M= 4.17, s.d. 1.044).
6.5.8 Summary of satisfaction measures
In general, the results found that the sample was satisfied with their job and extremely 
dissatisfied with their earnings. High job satisfaction scores could indicate acceptance, 
which is also supported by research as discussed in section 6.5.2. It could be suggested 
that the sample after a point, might consider pay to be secondary to other job 
characteristics. At this stage, it appears that acceptance of low pay is not influenced by 
satisfaction with earnings. Target earnings are near actual earnings, and fall between 
average occupational earnings and real earnings. This first shows the extent of low pay
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prevalent in this sample and second suggests that the sample has low monetary 
aspirations.
Pay and job satisfaction were not found to be strongly related. Also money attitudes did 
not have a significant relationship with either earnings, job satisfaction or pay 
satisfaction. This could be because of the extent of low pay in the sample.
There was a significant difference in target earning scores for single job workers and 
those holding two or more jobs. The most interesting finding in pay comparison measure 
is that for most of the people, their pay compares unfavourably with their needs and 
fulfilling financial needs is the priority in the sample. The other interesting finding is that 
of pay comparisons with previous jobs. Most of the people feel they earn more than what 
they did in their last job. Comparisons with other jobs in the industry also are favourable, 
while comparisons with friends and family are unfavourable.
Overall, the findings suggest that satisfaction with job and low target earnings might 
provide explanations for acceptance while satisfaction with earnings and money attitudes 
have much lesser roles to play.
6.6 Perceived opportunities
6.6.1 Introduction
So far, this chapter has provided an analysis of the earnings and effort distribution and the 
satisfaction measures used in the study. The next section looks at the next major variable 
of interest, perceived opportunities. ‘Perceived opportunities’ is the perception of the 
market opportunities or what is available in the job market, according to the individual.
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An individual’s decision to stay in his or her current job will be influenced by the 
availability of better jobs. Literature review in chapters 2 and 3 identified the lack of 
studies looking at perceived opportunities, while the methodology chapter isolated the 
main variables that form a part of perceived opportunities.
Logically, the reasons for undertaking a job search would include how easy it is to find a 
better job and the chances of finding a better job. A better job as discussed in the 
methodology is perceptual. The respondents were asked five questions related to 
perceived opportunities. The first question was only asked of those who were searching 
for a new job.
1. I f  you are searching, what would you say makes you look for a new job?
2. Could you tell us how you would define a better job for yourself?
3. Based on your description o f a better job, can you tell whether such a job is available 
to you in the market?
4. I f  you decided to have a go and look for a better job, how would you rate your 
chances?
5. I f  you feel that you will not be able to get a better job or will find it extremely difficult 
to find a better job if you wanted to, why do you think so?
The first two were open-ended questions, while the last two had a series of options, one 
of which had to be chosen. Statement number three had a choice of yes or no.
The first statement is only relevant to people who are searching and so the analysis of this 
statement will be done in the next chapter which looks at acceptance through the
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variables searching/ not searching. The following section provides the analysis for all the 
other statements.
6.6.2 Definition of a better job
6.6.2.1 Better job
The glossary provides a description of the definition of a better job. In theory there can be 
numerous factors defining better job like better pay, better working conditions, pensions, 
transport, benefits, friends, among job security among others. In reality, a better job is 
what an individual feels is better for them in comparison to their current job. As the focus 
of the research is on the acceptance of low pay and low paid jobs, the perception of the 
individual of what constitutes a better job is paramount. The research asked the 
respondents to self define better jobs. Figure 6.5 presents the distribution of better job 
definitions of the sample.
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Figure 6.5: Self definition of a better job by the sample
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B |  Missing H~] More suitable to my background/studies/ training/liking
■  More money, better pay More hours
H  Better benefits & perks I H  More interesting, varied job
t j j  Better work conditions & environment B i  Others
L ,j Better job/career future prospects
Figure 6.5 shows that 165 respondents (61.8%) defined their better job as more money. 
This has major implications on acceptance. Money for this sample is extremely important 
followed way behind by job attributes and conditions at work as a definition of a better 
job.
6.6.2.2 Past jobs
One of the research propositions suggested that acceptance of low pay is caused by 
limited horizons partly indicated by choice of ‘better job’ being within the same job 
category as the existing job. The previous section indicated low horizons by showing 
that most of the respondents defined better job as getting more money with few 
mentioning occupations like suitable to my liking, future prospects as requirements of a
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better job. If the respondents had worked in similar jobs in the past, it will be further 
proof of limited horizons.
The information on past jobs will help to understand the process of accumulation of 
human capital. A choice of similar jobs with high target income would suggest that the 
move is mainly influenced by money as opposed to job varieties or career progression. A 
cross tabulation of each job type with past jobs showed that people tended to stick to their 
job types. Only 28 respondents in all had worked anywhere other than their current 
occupation. 15 people working in hotels had worked in other occupations, while only 13 
out of 81 transport & communication workers had worked anywhere else. None of the 
retail workers had held jobs anywhere else. The importance of money both as a reason for 
looking for a new job and as a definition of better job is validated by their future 
aspirations and their past behaviour of staying in similar jobs. This finding is extremely 
important as it supports the idea of limited aspirations and satisfaction with job as 
possible reasons for acceptance.
6.6.3 Availability of a better job
The next question is if the sample defines better job only as one that provides more 
money do they think such a job is available to them in the market. 221 respondents (83%) 
feel that their definition of a better job is available to them in the market. The subgroups 
of gender, age, number of jobs, and occupational categories did not have any significant 
differences within them.
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6.6.4 Chances of finding a better job
There is a big difference between availability of a better job and the chances of getting a 
better job. While availability informs on the respondents’ awareness, the actual chances 
of finding that job tells about their perception of their opportunities. All the 267 
respondents were asked to rate their chances of getting a better job. The options ranged 
from I will not be able to find a better job to I will find a job tomorrow if I want. The 
responses were collapsed into optimistic and pessimistic. Figure 6.6 presents the findings.
Figure 6.6: Distribution of chances of finding a better job
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A staggering 201 respondents (75%) as shown in figure 6.6 don’t think they can get the 
better job as defined by themselves. Only 64 respondents (24%) feel optimistic of getting 
their self defined better job. This shows the extent of limited opportunities perceived by 
the sample. So for this sample the knowledge of an existing better job does not translate 
into availability of that job.
159
S. Thozhur Findings II-Analysis o f  the A pplied  M easures
Data analysis to look for differences in perception of opportunities by personal and work 
related characteristics found some interesting results. Multiple jobs was significantly 
associated with availability of better jobs with a chi square value of 6.47 with and a sig 
value (2 sided) of 0.011. The cross tabulation suggests that people in single jobs are more 
optimistic than people in multiple jobs. Occupation was also significantly associated 
with perceived opportunities with a chi square value of 12.6 and a sig value of .006. The 
cross tabulation suggests that hotel workers are more optimistic of getting a better job 
compared to the others. Gender, age, circumstances and tenure did not find differences in 
perceived opportunities. The next section identifies the main reasons behind this 
pessimistic feeling.
6.6.5 Reasons for feeling unable to get a better job
More than three quarters of the sample stated that they will find it difficult or impossible 
to get a better job. Those respondents were given a list of choices to explain why they felt 
so pessimistic about their chances. Table 6.12 lists the main causes of why they feel 
unable to get a better job.
Table 6.12: Reasons for inability to get a better job
Reasons for ‘I can’t get a better job’ Frequency
1 I don’t have the educational qualification/ experience 101 (50%)
2 I don’t know where to look 78 (39%)
3 I don’t have time 8 (4%)
4 Others 12 (6%)
5 Missing 2(1%)
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Table 6.12 shows that lack of education and experience are seen as the main impediments 
for getting a better job. This is understandable as most of the sample has not going 
beyond schooling. What is interesting is that more than one third of the sample don’t 
know where to look. If they don’t know where to look how do they know these better 
jobs exist? Perhaps by looking at significant others. The pay comparison scale showed 
that 190 respondents felt that they earned less than their friends and family. Further 
research is need to comment on this. The main finding here is that availability of a better 
job appears to be more of an abstract than an absolute entity for a significant number of 
the sample.
The factors listed above also suggest that ‘better job’ means a higher position, one 
requiring more experience or education. Thus although the motive is money and the self 
definition of a better job is more money, the reasons for feeling unable to get a better job 
could also be due to higher aspirations.
So far this section has looked at perceived opportunities for the low paid. It was found 
that money is a major motive for looking for a new job, followed by job characteristics. 
More money or higher pay was found to be the prime definition of a better job, again 
followed by work characteristics. The sample very strongly feels that a better job is 
available in the market, but a majority feel that they will not be able to get a better job, 
the main reasons being that they feel that they are inexperienced or under qualified, 
followed by unawareness of where to look.
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6.6.6 Summary of perceived opportunities
The aim of this section has been to present the analysis of perceived opportunities. 
Perceived opportunities was examined by looking at reasons for searching, definitions of 
a better job, availability of a better job, chances of finding a better jobs and the reasons if 
it was felt they could not get a better job. The key finding in this section is that most of 
the respondents had worked in similar jobs in the past, supporting the suggestion that 
they are satisfied with the job and are motivated by limited aspirations. The definition of 
a better job is more money followed by workplace characteristics. Most of the 
respondents felt that a better job was available, but few felt confident of getting one. The 
main reason for the pessimistic feeling was a feeling of lack of educational qualification 
or experience.
6.7 Summary
This chapter has presented the findings of the applied measures used in the research. The 
first section introduced the chapter and the second section began by describing the 
earnings distribution of the sample. It found that the sample is extremely low paid when 
compared to national averages as well as occupational averages. Multiple jobs had a 
significant influence on average earnings as those working in multiple jobs earned more 
money and worked more hours.
The third section looked at the hours distribution of the sample. The sample sported the 
traditional characteristics of the low paid by working extremely long hours, and holding 
multiple jobs. It is suggested that multiple jobs through more hours worked will have
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influence on the acceptance behaviour of the low paid. This will be tested in the next 
chapter.
The fourth section looking at the relationship between earnings and effort showed that the 
degree of extra effort input by the sample did not produce the same degree of extra 
income. So the workers might be reacting by working longer hours implying distress 
selling of labour, to fulfil their needs. But given that specific information on overtime 
earnings is missing this data is open to interpretation.
The fifth section presented the satisfaction measures. The sample had high job 
satisfaction but very low pay satisfaction. The target income was low, but relative to their 
occupational categories. Among the satisfaction measures, satisfaction with job and target 
earnings appear to be key variables that could influence acceptance.
The final section looked at perceived opportunities. There are three relevant findings in 
this section. Firstly, most of the sample had worked in similar jobs in the past suggesting 
that they accept the job and have limited aspirations. Secondly, better job is defined by 
more money, so pay is an important aspect of their job. Given that they define better job 
by more money it is suggested that the target income seen as low by others is not 
considered so by the workers themselves. It is proposed that they have limited horizons 
that is influenced by their occupation, earnings of their friends and family and needs. 
Finally, of the many people who feel pessimistic of getting a better job, many are not 
aware of where to look for this better job. Is it an abstract, an oasis that is there in the 
back of their minds, that there always exists a better job out there somewhere. More 
research is needed before any definitive comments can be made on this.
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In all, it is suggested that the acceptance of low pay is influenced by three factors. The 
first factor is the long hours worked by the sample either through overtime in their main 
jobs or working in multiple jobs or doing both. The nature of occupation appears to 
intervene as some occupations provide overtime while some don’t, leading the latter to 
working in multiple jobs. The second factor is that the low paid sample has limited 
horizons. Eventhough money is their definition of a better job and they are extremely 
dissatisfied with their earnings, their earnings are comparable to their target earnings. A 
high job satisfaction is further proof of acceptance under the comparable target earnings. 
Also their choice of similar jobs (as seen from past jobs) suggest limited aspirations. The 
third factor is that they have low perceived opportunities. This is seen in the fact that 
most of the sample feels that there is a better job but most of them don’t feel that they can 
get it. The next chapter defines acceptance as not searching for a better job and then 
attempts to relate these factors to the ‘not searching’ behaviour in order to create an 
understanding of acceptance of low paid employment.
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CHAPTER 7 
FINDINGS III- ANALYSES OF THE PROPOSITIONS
There is no subject so old that something new cannot be said about it. [Fyodor 
Mikhailovich Dostoyevsky1
7.1 Introduction
The findings so far have produced an extensive amount of data and it would be useful to 
summarise the key general features of the data before looking at hypothetical 
relationships. The main focus of this study is to understand the acceptance of low pay. 
The initial analysis of the data along with the literature reviews suggests that the 
acceptance of low pay although not straightforward, can be conceptualised. There are 
some fundamental factors that appear to shape the acceptance of low pay. The key 
variables that influence the acceptance of low pay include long hours of work, limited 
horizons, and low perceived opportunities. Each of these are in turn determined by a 
multitude of variables as discussed in the summary section of the previous chapter. This 
chapter carries forward the research by matching these factors to the behavioural 
dimensions of acceptance of low pay.
As discussed in Chapter 3, there is a deficiency of research looking at pay acceptance. 
While there is some research looking at low pay which talks about low pay in relation to 
wage determination (see Riley and Szivas for more discussions 2001), there is a lack of 
studies that examine the acceptance of low paid jobs.
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This study has argued that there is a case for examining why people stay in low paid jobs 
through the concept of acceptance. It has been suggested that the behavioural evidence of 
acceptance of low pay is ‘not searching’ with ‘extending labour supply in current job’ as 
further evidence. This chapter tests the different factors that have been identified as 
causes of low pay acceptance using the framework of searching/ not searching and 
extension of labour supply.
The proposition which guides this research is based on findings from theory and 
preliminary research. The proposition states that
The acceptance of low pay is conditioned by the need to extend labour supply and by 
low horizons engendered by perceived self-evaluation and perceived opportunity
To recapitulate the discussions in chapter 4, acceptance can be defined as the act of 
agreeing to the terms of an offer without any judgements attached to it. If acceptance is 
the act of taking something that is offered, the proof of acceptance would be keeping 
what has been offered. Although intention to quit could be an immediate precursor to 
actions, they are just intentions which do not inform on whether the employees are 
currently searching or not. It was thus decided to use the idea of currently searching or 
not searching for a better job as the most reliable predictor of acceptance of current low 
paid job. The argument is that people who are not searching for a better job can be said to 
accept their current job, and their current low pay.
This chapter presents the final portion of the data analysis. It aims to introduce the 
analysis of the key propositions identified previously. The chapter is guided by two broad 
objectives
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•  To illustrate the differences between those who are searching and those who are not 
searching for a better job
•  To identify the key variables that influence the acceptance of low pay for the sample
In order to achieve these objectives, the chapter is divided into five sections. Section 7.2 
provides a descriptive analysis of the searching behaviour of the sample, while also 
profiling the sample on the same basis. Section 7.3 analyses the extension of labour 
supply for those who are searching for a better job and those who are staying in their 
current job. Section 7.4 introduces relevant propositions that have been developed on the 
basis of the literature and the pilot studies. Finally, section 7.5 draws out the key findings.
7.2. Descriptive analysis based on searching behaviour of sample
7.2.1 Introduction
As discussed above there are two proofs of acceptance of low paid jobs, first, not 
searching for another job and second extending labour supply while not searching. This 
section provides a descriptive analysis of searching behaviour of the sample. It also 
provides a comparison of the extension of labour supply for those who are searching for a 
better job and those who are staying in their current job. Thus the purpose of this first 
section is twofold:
Objective 1: To identify those people that are searching and those that are not searching 
for a better job
Objective 2: To identify the people who are not searching and extending their labour 
supply
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7.2.2 Distribution of the sample in terms of searching/not searching
This section provides a descriptive analysis of the people who are searching for a better 
job and also those who are not searching for a better job. It profiles the sample based on 
personal and work attributes into these two categories.
It might seem self explanatory that a person accepts a job and thus the low pay when s/he 
is not searching for another job. Thus the starting point of analysing the acceptance data 
seems to be whether or not the sample is searching for another job. Figure 7.1 presents 
the distribution of the number of people searching or not searching
Figure 7.1: Searching/ not searching distribution of sample
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As seen in figure 7.1, a significant proportion of the sample (149 respondents) is not 
searching for a new job. Only 46 out of 267 respondents report that they are searching for 
a new job. In other words a majority are accepting their low paid jobs. Interestingly, 67 
respondents have not answered this question. This can be interpreted in many ways 
including that they are searching, but not comfortable in saying so, or that they genuinely
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don’t know, but that is open for discussion. For the purpose of this study, this is taken to 
be missing data. In all a significant majority are staying in their old job and a significant 
number of the respondents are searching for a better job providing a reasonable sample 
split for data analysis.
7.2.3 Searching/ not searching by gender
The previous chapter showed that men earned more and also had higher target earnings 
than women. The higher aspirations in men would imply that more men are likely to 
search for a better job than women. The data supports this assumption. 35 men (20%) are 
actively searching for a better job compared to only 11 women (10%). A chi square value 
of 9.62 with a sig value (2 sided) of 0.008 supports the assumption that gender is 
associated with searching behaviour. Based on these findings, it is suggested that men are 
more likely to search than women.
7.2.4 Searching/ not searching by age
A cross tabulation was carried out across the different categories to check for special 
differences within the age groups. There was not a significant difference between the 
various age categories in terms of those who were searching for a better job and those 
who were staying in their current job. Similar number of people across different age 
categories were searching or not searching for a better job.
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7.2.5 Circumstances
There was not much difference between those searching and those not searching for a 
better job in relation to their household circumstances. Almost equal number of people in 
both groups were the main earners in the household (Those searching- 119 out of 149 and 
those not searching- 38 out of 46 respondents). Similarly, number of people working in 
the household and number of dependants in the household were similar across both the 
categories).
7.2.6 Searching/ not searching by occupations
Occupation has proved to be an interesting variable in this study. It appears to influence 
the availability of overtime, which in turn appears to affect the number of jobs worked by 
the sample. If there are differences in searching patterns between occupations, it will 
inform on the influence of extra effort on decisions to search or stay for a better job. 
Table 7.1 looks at differences in the searching behaviour across the different occupational 
categories.
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Table 7.1: Searching/ not searching for a better job by occupations
Occupation Yes, I am 
searching for a
No, I am not 
searching for a 
better job
Missing data
Hotel 13 25 5
Retail 17 66 27
Transcom 12 44 25
Other 4 14 10
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The findings in Table 7.1 show that fewer retail and transcom workers are searching 
compared to hotel workers. It is strongly suggesting that the nature of occupation is a 
key influence on the decision to search for a better job or stay in current job.
7.2.7 Searching/ not searching by multiple jobs
The previous chapter showed that people working in multiple jobs earn more, work
longer than those holding single jobs. It is expected that those in multiple jobs are less
likely to search as they either have less time or because of the fact that they are working 
in multiple jobs (job variety). Thus it is hypothesised that 
Hypothesis 1
Ho: There is no relationship between number of jobs and searching/ not searching
Ha: People having single jobs are more likely to search than those having two or more
jobs.
Figure 7.2 presents the distribution of people searching or not searching for a better job 
on the basis of the number of jobs worked by them.
Figure 7.2: Searching/ not searching by number of jobs held
100
□ One job 
■ 2+jobs
Searching Not searching Missing
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Figure 7.2 shows that those having multiple jobs (66 respondents out of 92) are less likely 
to search for a better job than those working in single jobs (83 out of 170 respondents). 
This finding is significant because it supports the proposition that number of jobs is 
influencing the ability to search for a better job. The influence of the number of jobs on 
searching/not searching will become clearer by the end of the chapter after the reasons for 
searching is analysed in the next section.
A chi square test was done between the two categorical variables- number of jobs and 
searching/ not searching. Table 7.2 presents the cross tabulation and Table 7.3 presents 
the chi square tests
Table 7.2: Cross tabulation of number of jobs held against searching/ not searching
S. Th ozh nr Findings III-Analysis o f  thePropositions
Number of 
jobs
' v
Searching Not searching Missing
1 34 83 53
2+ 12 66 14
Table 7.3: Chi square results of number of jobs against searching/ not searching
Chi-Square Tests
Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 13.103a 2 .001
Likelihood Ratio 13.529 2 .001
Linear-by-Linear
Association 12.371 1 .000
N of Valid Cases 262
a- 0 cells (.0%) have expected count less than 5. The 
minimum expected count is 16.15.
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The cross tabulation in table 7.2 indicates that of those with one job, 29 % (34 
respondents were searching, whereas, of those with two or more jobs, 15 % (12 
respondents) were searching. The chi square value of 0.001 in table 7.3 with two degrees 
of freedom is extremely significant and supports the assumption of an association 
between number of jobs and searching behaviour, thus rejecting the null hypothesis.
7.2.8 Searching/ not searching and job satisfaction
The next test looks at the impact of job satisfaction on searching/ not searching. The 
questionnaire had a single likert scale question on job satisfaction asking respondents 
how satisfied or dissatisfied they were in their main job. The range was from ‘extremely 
satisfied to extremely dissatisfied’ .
Traditional theory suggests a moderate to strong relationship between job dissatisfaction 
and turnover among other things. Thus the hypothesis is as follows
Hypothesis 2
Ho: There would be no difference in the mean job satisfaction scores o f those who are 
searching and those who are not searching for a better job
Ha: Those who are searching for a  better job will have lower job satisfaction scores 
compared to those who are not searching for a  better job
Table 7.4 presents the results of the t tests comparing the mean job satisfaction scores 
between the two groups of searching/ not searching
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Table 7.4: T test comparing mean job satisfaction scores for searching/not searching
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groups
F Sig t df Sig (2 
tailed 
)
Mea
n
diff
Std 
error 
of diff
95 % confidence 
interval of the 
differenc
Lower Upper
Equal
variance
s
assumed
7.32
9
.007 4.93
0
193 .000 .70 .142 .420 .979
Equal 
variance 
s not 
assumed
4.44
3
64.8 .000 .70 .157 .385 1.014
The results in table 7.4 indicate that there is a significant difference at the p<.05 level in 
job satisfaction for those who are searching and those who are not. The results indicate 
that people who are searching (M= 3.11, s.d .971) have lower job satisfaction compared 
to those who are not searching (M= 2.41, s.d .797). Thus the alternate hypothesis is 
accepted.
7.2.9 Searching/ not searching and pay satisfaction
The next test looks at the impact of pay or earnings satisfaction on searching/ not 
searching. The questionnaire had a single likert scale question on pay satisfaction asking 
respondents how satisfied or dissatisfied they were with their earnings. The range was 
from ‘extremely satisfied to extremely dissatisfied’ .
Based on theoretical arguments, it is suggested that there exists a negative relationship 
between pay satisfaction and searching. Thus the hypothesis is as follows
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Hypothesis 3
Ho: There would be no difference in the mean pay satisfaction scores of those who are 
searching and those who are not searching for a better job
Ha: Those who are searching for a better job will have lower pay satisfaction scores 
compared to those who are not searching
Table 7.5 presents the comparison of pay satisfaction scores for those who are searching 
and those who are not searching
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Table 7.5: Pay satisfaction score comparisons using t tests for those searching/ not 
searching
, .
F
■
...........................
Sig t1 df
.
Sig (2 
tailed 
)
Mea
n
diff
Std 
error 
of diff
95 % confidence 
interval of the 
difference
Lower Upper
Equal
variance
s
assumed
.004 .952 1.38
6
192 .167 .19 .135 -.079 .453
Equal 
variance 
s not 
assumed
1.43
0
76.31
7
.157 .19 .131 -.073 .447
The results in table 7.5 show that there is no significant difference at the p<.05 level in 
satisfaction with earnings for those who are searching and those who are not. The pay 
satisfaction scores indicate that people who are searching (M= 4.49, s.d .757) have a 
slightly higher pay satisfaction than those who are not searching (M= 4.30, s.d .803). 
Given the overall low pay satisfaction scores, this result is as expected. Thus the alternate 
hypothesis 3 is rejected and the null hypothesis is accepted.
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7.2.10 Searching/not searching and money attitudes
The next test looks at relationship between money attitudes or money ethics and 
searching/ not searching. Tang’s (1995) 12 item scale was used to test the money ethics 
of the sample. The scale had statements on money attitudes in a Likert format asking 
respondents whether they agreed or disagreed on a series of statements regarding money 
(see appendix 10). Based on the discrepancy notion, Tang (1995) argued that people who 
value money highly will have a higher tendency to express dissatisfaction with pay. Tang 
(1995) proposed that money ethics have a negative relationship with pay satisfaction, 
which was supported by the second preliminary study (see appendix 6). Furthermore, 
theoretical arguments suggest a negative relationship between pay satisfaction and 
commitment (Heneman, 1985, Lawler, 1971), it is hypothesised is as follows
Hypothesis 4
Ho: There would be no difference in the mean money ethics scores o f those who are 
searching and those who are not
Ha: Those who are searching will have higher money attitudes/ money ethics scores 
compared to those who are not searching
Table 7.6 presents the results of the t tests done to check for differences in the mean 
money ethics scores for those who are searching and those who are not searching
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Table 7.6: Money attitudes/ ethics score comparisons using t tests for those 
searching/ not searching
F
;
.... ■:
Sig A.1 df
•..
:
Sig (2 
tailed 
)
-
Mea
n
diff
, . -
Std 
error 
of diff
95 % conl 
interval ol 
differenc
Lower
Idence 
[ the
Upper
Equal
variance
s
assumed
.005 .944 1.72
0
193 .087 1.81 1.050 -.265 3.877
Equal 
variance 
s not 
assumed
1.61
6
68.4
3
.111 1.81 1.117 -.423 4.035
The results in table 7.6 show that there is no significant difference at the p<.05 level in
satisfaction with earnings for those who are searching and those who are not searching 
for a better job. The money attitude scores for those who are searching (M= 45.83) is not 
much different from those who are not searching (M= 44.02). Thus the alternate 
hypothesis 4 is rejected and the null hypothesis is accepted.
7.2.11 Searching/ not searching by pay comparisons
The data analysis found that a significant number of the sample felt that their earnings 
were below that of their financial needs, and the earnings of their family and friends and 
above that of their past jobs. This section checks if the pay comparisons vary between 
those who are searching for a better job and those who are staying in their current job. 
Based on the ideas of the reference group theory, the argument is that people will accept 
their low pay if it compares favourably with pay of significant others. The hypotheses 
thus are
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Hypothesis 5
Ho: There will be no difference in ‘my pay in comparison to the pay o f my family and 
friends ’ between those who are searching and those who are not searching for another 
job.
Ha: 'my pay in comparison to the pay of my family and friends ’ will be above for those 
who are not searching for a better job
Hypothesis 6
Ho: There will be no difference in ‘my pay in comparison to my financial needs ’ between 
those who are searching and those who are not searching for a  better job  
Ha: ‘my pay in comparison to my financial needs ’ will be above for those who are not 
searching for a better job
Hypothesis 7
Ho: There will be no difference in ‘my pay in comparison to my pay in previous jobs ’ 
between those who are searching and those who are not searching for a better job 
Ha: 'my pay in comparison to my pay in previous jobs ’ will be above for those who are 
not searching for a better job
Hypothesis 8
Ho: There will be no difference in ‘my pay in comparison to other jobs within the 
company ’ between those who are searching and those who are not searching for a better 
job
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Ha: ‘my pay in comparison to other jobs within the company ’ will be above for those who 
are not searching for a better job
Hypothesis 9
Ho: There will be no difference in ‘my pay in comparison to similar jobs in the industry ’ 
between those who are searching and those who are not searching for a  better job 
Ha: ‘my pay in comparison to similar jobs in the industry' will be above for those who 
are not searching for a better job
A cross tabulation and chi square test was done across the five pay comparison 
statements. Except for hypothesis 6, there were no differences found in the others. A chi 
square value of 15.682 with a sig value (2 sided) of 0.000 strongly supports the 
assumption that my pay in relation to my financial needs is associated with searching 
behaviour. Based on the findings it is suggested that people who feel they earn less than 
their needs are more likely to search than those who feel they earn equal to or above their 
needs.
7.2.12 Reasons for searching for a better job
It is interesting to look at the reasons for searching for a better job as it would give self 
defined reasons for searching. A relatively few number of people (46 people out of 267, 
(20%)) were actively searching for a new job. They were asked an open ended question 
as to the reasons for searching, the answers were then classified into broad groups. The 
main reasons given in Table 7.7
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Table 7.7: Main reasons for searching for a new job
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Reasons Number of 
respondents (%)
For money 17(37%)
Problems with co workers, supervisors, hours 
or job
8(17.3%)
I am looking for a specific job 6(13%)
Less hours (hours not enough) 4 (8.7%)
Don’t like my job 4 (8.7%)
I am looking for a better job 3 (6.5%)
Personal reasons 1 (2.2%)
Missing 3 (6.6%)
As seen in table 7.7 money is the most frequently given reason for searching for a better 
job. This supports the suggestion in the previous chapter that money is an important 
aspect as well an active factor in the decision to stay in current job (money also figured in 
their definitions of a better job, see Chapter 6) or search for a better job.
7.2.13 Summary of descriptive analysis of those searching and those staying
This section provided the descriptive analysis of the behavioural measures of acceptance 
of low pay by looking for differences between those searching for a better job and those 
not searching for a better job. Men are more likely to search than women. Other personal 
characteristics including age and circumstances did not show a significant difference 
between the groups.
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A key finding was that that those working in multiple jobs were less likely to search for a 
better job than those working in single jobs. Transcom and retail workers were found to 
be less likely to search for a better job compared to hotel workers. A possible 
relationship between the nature of occupation and multiple jobs appears to exist since 
more transcom and retail workers held multiple jobs in comparison to the hotel workers. 
Satisfaction with the earnings or jobs was not different for the two groups, and neither 
was the attitudes towards money. Another interesting finding was that money was given 
as the prime reason by those searching for a better job suggesting that money is important 
and people consider their earnings in their decision to stay or search for a better job. The 
next section looks at the other behavioural proof of acceptance of low pay- extension of 
labour supply when not searching.
7.3Extension of labour supply and not searching
7.3.1 Introduction
Extension of labour supply is identified through working overtime in the main job. The 
previous chapter has provided an in depth analysis of extension of labour supply.
It has looked at the overtime worked by the sample alongwith the number of jobs worked 
by the sample, finding that those working in multiple jobs worked much longer than 
those working in single jobs. This sub section looks at the extension labour supply 
through the searching behaviour of the sample. It also identifies those who are not 
searching through personal and work characteristics.
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7.3.2 Not searching and extending labour supply
S. Thozhur Findings III-Analysis o f  thePropositions
A significant portion of those not searching for another job are extending their labour 
supply. A total of 130 out of 149, (87%) respondents are not searching for a better job 
while extending extra effort either by working overtime or by holding second jobs. Only 
9 out of 149 respondents (6%) reported that they were not searching while not extending 
their labour supply. The average number of hours worked by this group is 56 hours. The 
average hours of overtime worked by them are 10 hours and the mean hours worked in 
other jobs is 7 hours.
A considerable number of those who are searching for a better job are also extending 
their labour supply. 33 respondents out of 47 (72%) work an average of 9.2 hours in their 
main job, while 12 out of 47 respondents (27%) hold multiple jobs. The fact that most of 
the sample whether searching or otherwise, extend their labour supply means that the 
extension of labour supply is not an indicator of searching behaviour for this sample. As 
previously shown, this sample is extremely low paid and the extension of labour supply 
could have more to do with distress selling of labour than acceptance of low pay. This 
finding will be examined further when the four key propositions are analysed in the next 
chapter.
7.3.3 Earnings distribution of those not searching and extending labour supply
Earnings appear to be a key factor for this group (not searching and extending labour 
supply). Their individual earnings are much higher than the earnings of any other sub
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groups. Table 7.8 presents the comparisons of the extension of labour supply and the 
searching behaviour of the sample.
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Table 7.8: Extension of labour supply compared to searching/ not searching
Number
.
'
Mean individual
:., -• • t 
earnings per week
Total sample 267 £275.74
Not searching & extending labour 
supply (LS)
130 £314.69
Not searching & not extending LS 19 £224
Searching and extending LS 37 £287.28
Searching and not extending labour 
supply
9 £178.13
Table 7.8 indicates that those who are not searching while extending their labour supply 
earn much more than the others. This finding is expected given the sample’s definition of 
a better job as more money, therefore those who are searching could be doing so for 
monetary reasons as could those who are staying on.
7.3.4 Personal and work characteristics of those not searching for a better job and 
extending labour supply
Occupation was found to be significant previously, with hotel workers more likely to 
search for a better job compared to the other occupational groups in the sample. In terms 
of personal and work characteristics, there was not much difference with majority of 
workers in each category tending not to search and work overtime. Age groups and 
number of jobs were also not found to be very significant across groups. More men (101
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out of 175 men (60%)) are not searching while extending effort compared to women (29 
out of 92(31%)). The money attitude and pay satisfaction for this group is similar to that 
of the whole sample.
7.3.5 Summary of descriptive analysis of those searching and those not searching for 
a better job
The findings show that a majority of the sample whether searching or not are extending 
their labour supply. Extension of labour supply was either done by working overtime in 
the same job or by holding multiple jobs. Given this finding, extension of labour supply 
cannot be taken as additional proof of acceptance. The possible reason for the extension 
of labour supply irrespective of whether searching or not could be due to the extent of 
low pay prevalent in the sample. In terms of earnings, those who are not searching and 
extending their labour supply earn significantly more than all the other categories. The 
next section analyses the four main propositions that conceptualise the study.
7.4 Analysis of the propositions
7.4.1 Introduction
This section tests the conceptual framework by analysing the four guiding propositions. 
So far, Chapter 6 has identified three key factors that appear to influence the acceptance 
of low pay. These include the long hours worked by the sample either through overtime 
in their main jobs or working in multiple jobs, limited horizons and low perceived 
opportunities. The first section of this chapter, in addition, found support for some of the
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factors identified in the previous chapter including multiple jobs and nature of occupation 
as influences on the acceptance of low paid jobs.
The proposition that guided this research suggests that
The acceptance of low pay is conditioned by the need to extend labour supply and by 
low horizons engendered by perceived self-evaluation and perceived opportunity
This section carries on the analysis from the previous findings chapters 6 and 7. It is 
guided by the four propositions introduced in chapter 4. The propositions introduced 
include
1 ‘a need to extend labour supply will condition the acceptance of low pay *
2 ‘that the principal attribute of a chosen better job would be ‘more money ’
3 ‘that most subjects will perceive a lack of opportunity ’
4 *low horizons will be indicated, firstly by target earnings remaining close to existing 
earning and to job category pay means and secondly by choice o f ‘better job ’ being 
within the same job category as the existing job
The research has identified a set of factors supposed to cause the acceptance of low pay. 
The previous section defined acceptance as ‘not searching’. The sample is split into 
‘searching’ and ‘not searching’, and each of the factors identified so far will be tested 
against ‘searching’ , ‘not searching’ .
This section has four divisions which are based on the four propositions suggested to 
influence the acceptance of low pay. The first part looks at the extension of labour supply 
by comparing pay, hours, and effort/ income between those searching and those not
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searching for a better job. The second part looks for differences in the way ‘better jobs’ 
are defined by those searching for a better job and those staying in their current jobs. The 
third part explores for differences in perception of opportunity through identifying the 
chances of finding a better job for those searching and those not searching for a better 
job. The final part tests the differences in horizons of those searching and those staying 
through target earnings, real earnings, occupational earnings, the definitions of better job 
money and similarity of past jobs for those who are searching and those who are not 
searching for a better job.
7.4.2 Extended effort
The proposition directing the relationship between those who are searching and those 
who are not searching is as follows
‘Those who are searching for a new employment will display less extended hours than 
those not searching7
In other words people who are not searching will work longer and earn more than those 
who are searching for another job.
7.4.2.1 Searching/ not searching and hours worked
It can be suggested that people who are working long hours will have less time to search 
for another job. Thus it is hypothesised that
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Hypothesis 10
Ho: There is no relationship between hours of work and searching/ not searching 
Ha: The hours worked by those who are not searching will be significantly more than the 
hours worked by those who are searching
A t test was done between the hours worked and searching/ not searching. There was no 
significant mean differences in the hours worked by those who were searching and those 
who were not with a Sig value (2 tailed) .350, p<.05. Those who were searching worked 
52 hours on average which was only slightly less than those who were not searching who 
worked 54 hours. Thus the alternate hypothesis 10 is not substantiated and the null 
hypothesis is accepted.
7.4.2.2 Searching/ not searching and extra hours worked
People working longer hours will have less time to look for jobs (the reasons for working 
longer hours is another issue). In this vein, the searching behaviour of people will be 
influenced by their working extra hours- more than the fixed hours in their main job. 
Extra hours includes all the overtime they do in their main job and the hours worked in 
all their other jobs. It is hypothesised that
Hypothesis IX
Ho: There is no relationship between extra hours worked and searching/ not searching 
Ha: People who are searching will work fewer extra hours than those who are not 
searching
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Table 7.9 presents the comparison of extra hours worked for those who are searching and 
those who are not searching
Table 7.9: T test comparing mean overtime hours for searching/ not searching
.
'
F
■ •
Sig t df Sig (2 
tailed 
)
i . ■ ■.
Mea
n
diff
Std 
error 
of diff
95 % confidence 
interval of the 
differenc
Lower Upper
Equal
variances
assumed
.126 .723 -1.11 193 .267 -1.70 1.530 -4.72 1.31
Equal
variances
not
assumed
-1.11 74.75 .270 -1.70 1.532 -4.76 1.35
The results in table 7.9 show that there is no significant difference at the p<.05 level in 
extra hours worked for those who are searching and those who are not. There is a small 
difference in the ‘hours worked’ mean scores between those who are searching (M= 
12.64, s.d 9.08) and those who are not searching (M= 14.35, s.d 9.06) but it is statistically 
insignificant. Thus the alternate hypothesis 11 is rejected and the null hypothesis is 
accepted.
The findings in hypotheses 10 and 11 are quite significant as they suggest that extension 
of labour supply is not an evidence of the searching behaviour of the sample. Both groups 
display long working hours whether through working overtime or by holding multiple 
jobs. The suggestion here is that the extent of low pay as evident in the sample is leading 
to distress selling of labour in order to achieve their low levels of pay.
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7.4.2.3 Searching/ not searching and earnings
To recap the response rate in total, 46 (17.2 %) respondents are searching for a new job, 
149 (55.8%) are not searching for a new job and 65 (27%) have not answered the 
question. The next test with respect to searching and not searching is to see if there is any 
difference in individual total weekly earnings between the two groups. Based on the 
samples’ self definition of better job as more money or better pay (Chapter 6), and also 
based on literary arguments that pay is an important aspect of work, it is hypothesised 
that people who are searching earn less than those who are not searching.
Hypothesis 12
Ho: There is no mean difference in the total individual earnings among those who are 
searching and those who are not searching for a better job
Ha: The mean total weekly individual earnings of those who are searching will be less 
than those who are not searching a better job
Table 7.10 shows the comparison of total individual mean earnings per week using t tests 
between those who are searching and those who are not searching.
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Table 7.10: T test comparing mean total personal earnings between searching/not 
searching groups
F
"v 7
+  ': 7
Sig d f
■
.
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tailed)
M ean
d iff
Std
e rro r  of 
diff
■
95 %  confid 
in terval o f t 
differenc
Low er
ence
he
U pper
Equal
variances
assumed
091 .763 -2.64 193 .009 -37.2 14.08 -64.99 -9.42
Equal
variances
not
assumed
-2.69 76.79 .009 -37.2 13.87 -64.82 -9.58
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The results in table 7.10 indicate that there is a significant difference at the p<.05 level in 
total individual earnings between those who are searching and those who are not for a 
better job. The actual earning figures show that people who are searching earn much less 
(M= £265.92, s.d 81.65) than those who are not searching (M= £303.13, s.d 84.08). Thus 
the null hypothesis 12 is rejected and the alternate hypothesis is accepted.
Even though those who are searching for a better job work similar hours as those who are 
not searching, they earn much less than those not searching. The evidence points to the 
idea that this discrepancy could be a factor to search, in other words, comparisons with 
‘significant others’ could be a factor leading to the searching behaviour, this will be 
discussed in the next chapter in the discussions of the findings.
7.4.2.4 Searching/ not searching and effort and income
Previously, in chapter 6, a positive correlation was found between income and effort, and 
effort was significantly predicting 46% of the variance in total pay for the whole sample. 
It has been suggested in hypotheses 10-12 that people who are not searching will work 
longer hours and will earn more than those who are searching. It would be interesting to 
see the relationship between total effort and total pay for those who are not searching 
when compared to those who are searching.
An OLS regression analysis was done to test the effect of total effort of those searching 
and those not searching on the total pay. The results of regressing total effort to total pay 
for those who are not searching can be seen in table 7.11.
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T a b le  7.11 : P re d ic t in g  T o ta l  P a y : O L S  R e g re s s io n  R e su lts
Model
Unstanda
Coefficiei
rdized
its
Standardized
Coefficients
Beta
t Sig.
Constant -31.73 19.04 -1.66 .097
Number of Hours 5.86 .36 .68 16.13 .000
R = .68
r-IIINcd
F = 260.35 (d.f.= l)
p = .000
The OLS regression for those who were not searching as seen in table 7.11 shows that the 
data fit the model. The model explained 47% of the variance in total pay. There was no 
negative effect of multi-colinearity. On the other hand for those who were searching, the 
regression analysis model was not found to be reliable. There was a high co-linearity 
between total pay and total effort as the model explained 97% of the variance in total pay. 
The two variables were found to be highly correlated.
The findings suggest that for those who are not searching for a better job, total effort 
plays a significant role in predicting total pay, but for those who are searching, total effort 
translates into total pay. In other words, for those who are not searching there could be 
other components making up their total pay. These additional factors could have 
influenced those who are not searching to stay on in their low paid job. A lack of 
information on the components of pay for the sample means that this finding is left open 
for interpretation.
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It has been proposed that people who are searching for a better job will search in order to 
get more money. The argument here is that low paid people are guided by money to look 
for a new job, which is in fact similar to their old job, with more money. The aim is not to 
look for differences between those who are searching for a better job and those who are 
staying in their current job, rather it is to find out whether money is what they are guided 
by in their quest for a new job or if there other aspects of the job, that influence their 
behaviour. The next proposition is as follows
‘that the principal attribute of a chosen better job would be ‘more money’
An open ended question asked the respondents to define a better job for themselves. 
Table 7.12 shows the list of factors given by the sample as their definition of a better job.
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Table 7.12: Definition of a better job for those searching and those not searching for 
another job.
Not searching
More money, better pay 17 (37%) 100 (67%)
Better work conditions 
and environment
8(17.4%) 14 (9.4%)
Better job, career/ future 
prospects
5 (10.9%) 2(1.3%)
More suitable to my 
background, training, 
liking
4 (8.7%) 9 (6%)
More hours 2 (4.3%) 7 (4.7%)
More interesting varied 3 (6.5%) (2.7%)
Don’t know 7(15.2%) 10(6.7%)
Others 0 3 (2%)
Table 7.12 shows that money was the definition given by a majority of those who are 
searching as well as those who are staying. The proposition has found support as most of 
the sample whether searching or staying define better job in terms of more money.
7.4.4 Lack of opportunities
‘Perceived opportunities’ can be identified as the chances that the individual feels s/he 
has in getting a better job. The importance of perceived opportunities to acceptance of
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low paid jobs has already been discussed in chapter 3. A descriptive analysis of perceived 
opportunities showed that although a majority of the sample felt that their self defined 
better job was available, few were confident of getting it. It is suggested that this lack of 
confidence is having an impact on their searching behaviour. The proposition here is
‘That most subjects not searching will perceive a lack of opportunity’
Consequently, the hypothesis is 
Hypothesis 13
Ho: There is no relationship between chances of getting a better job and searching/ not 
searching for a better job
Ha: People who are not searching for a better job will feel more pessimistic about their 
chances in getting a better job compared to those who are searching.
Figure 7.3 presents the cross tabulation results of the chances of finding a better job for 
the two groups.
Figure 7.3: Cross tabulation of chances of finding a better job with searching/ not 
searching
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Don't know Yes, lam No, I am not 
searching searching
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Figure 7.3 clearly shows the difference in searching behaviour between those optimistic 
and those pessimistic of getting better job. A massive 121 out of 149 respondents (81%) 
who feel pessimistic are not searching for another job. 28 out of 63 respondents (44%) 
who feel optimistic of getting a better job on the other hand are searching. The chi square 
results are presented in table 7.13
Table 7.13: Chi square results of chances of finding a better job with searching/ not 
searching
Chi-Square Tests
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Value df
Asymp. Sig. 
(2-sided)
Pearson Chi-Square 42.4503 2 .000
Likelihood Ratio 37.952 2 .000
Linear-by-Linear
Association .012 1 .912
N of Valid Cases 260
a- 0 cells (.0%) have expected count less than 5. The 
minimum expected count is 11.15.
As can be seen from table 7.13, the chi square value of 0.001 with two degrees of 
freedom is extremely significant. It backs the presence of an association between the 
searching behaviour and chances of getting a better job, rejecting the alternate hypothesis. 
It is suggested that pessimism of getting better job has a strong influence in the decision 
not to search, while optimism might not necessarily lead to a searching behaviour.
7.4.5 Low horizons
It has been suggested that people accept low pay because they have limited horizons. The 
suggestion is guided by the following proposition
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‘ Low horizons for those not searching will be indicated, firstly by target earnings 
remaining close to existing earning and to job category pay means and secondly by 
choice of ‘better job' being within the same job category as the existing job’
This sections looks for differences in target earnings, real earnings and the occupational 
earnings between those who are searching and those who are not searching for a better 
job.
7.4.5.1 Searching/ not searching and target earnings
It has been suggested that the sample is accepting low pay because it has lower target 
earnings (which might not be seen as such by themselves). So, it is proposed that people 
who are not searching for a better job are nearer their target earnings compared to those 
who are searching. The hypothesis is as follows
Hypothesis 14
Ho: There would be no difference between actual earnings and target earnings for those 
who are searching and those who are not
HA: The difference between target earnings and actual earnings will be significantly less 
for those who are not searching compared to those who are searching.
Table 7.14 presents the figures on target income and actual income for the two groups.
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Table 7.14: Comparison of mean target earnings and mean actual earnings for 
searching/ not searching groups
Yes, I am 
searching
No, I am not 
searching
Mean weekly target earnings £335.36 £361.58
Mean weekly actual earnings £265.92 £303.13
Mean weekly target earnings minus 
mean weekly actual earnings
£64.26 £58
Table 7.14 shows that those who are not searching have higher earnings than those who 
are not searching. An independent t test of actual mean earnings also showed a significant 
difference between those who are searching and those who are not searching for a better 
job, with a sig value of 0.009 at the p<0.5 level.
Those who are not searching are nearer their targets than those who are searching (see 
appendix 20). An independent samples t test was conducted to compare the difference in 
mean target earnings of those who are searching and those who are not searching. The 
results did not suggest a significant difference in the groups with a sig value 0.136 at the 
p<.05 level. The alternate hypothesis is rejected under the circumstances with a 
suggestion of further analysis.
7.4.5.2 Searching/ not searching and occupational category earnings
The proposition is suggesting that people accept low pay because they have low horizons. 
Consequently, it is suggested that people who are not searching will have their target 
earnings nearer their occupational earnings compared to those who are searching.
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Hypothesis 15
Ho: There would be no difference between the occupational mean earnings and target 
earnings for those who are searching and those who are not searching for a better job  
Ha: The difference between the target earnings and occupational mean earnings will be 
significantly less for those who are not searching for a better job compared to those who 
are searching.
Table 7.15 shows the differences in target and occupational mean earnings for the two 
groups.
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Table 7.15: Differences in target and occupational mean earnings between those 
who are searching for an better job and those who are staying in their current job
Occupations Target earnings
. •
(p/week)
Occupation mean 
earnings (p/week)
Difference (Target- 
Occupation)
Hotel
Searching £341 £289.1 +£52
Not searching £359 £289.1 +£70
Retail
Searching £330.6 £383.1 -£53
Not searching £367 £383.1 -£16
Transcom
Searching £345.83 £441 -£95
Not searching £342 £441 -£99
The table 7.15 has found mixed results. Those who are not searching in retail have target 
earnings closer to occupational real earnings. The other occupations have not found
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differences between occupational mean earnings and target earnings. The hypothesis is 
neither supported nor disproved. The meaning of the findings will be discussed in the 
next chapter.
T.4.5.3 Past jobs to existing jobs
The final evidence that indicates low horizons is the similarity of past jobs with current 
job. An open question asked them to list their last five jobs. The previous chapter found 
that the sample as a whole tended to stick to their job types. Only 28 respondents in all 
out of 267 respondents had worked anywhere other than their current occupation. 15 
people working in hotels had worked in other occupations, while only 13 out of 81 
transport & communication workers had worked anywhere else. None of the retail 
workers had held jobs anywhere else. The acceptance is attributed to low horizons, which 
is partly indicated by staying in similar jobs. Thus it is suggested that people who are not 
searching will have worked in similar jobs in the past. It is hypothesised that
Hypothesis 16
Ho: There will be no differences between people who are searching and people who are 
not searching in terms o f similarity in their past jobs and their current jobs.
Ha: The similarity between past and current jobs for those who are not searching will be 
significantly higher compared to those who are searching.
A cross tabulation was done across each occupational category looking for differences 
between those who are searching for a new job and those who are staying in their current 
job. Within hotels among those who were not searching only 5 out of 25 respondents had 
worked anywhere else other than hotels compared to 10 out of 13 of those searching. In
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retail, all of those who had worked in other occupations in the past were currently 
searching for a better job (13 out of 17). None of the transcom employees had worked 
anywhere else. The patterns across occupations show that on the whole people who are 
not searching tend to stay in similar jobs compared to people who are searching. The 
results thus support hypothesis 16.
7.4.6 Summary of hypotheses
Section 7.4 looked at the four broad propositions suggested to influence the acceptance of 
low paid jobs. The first part looked at the extension of labour supply by comparing pay, 
hours, and effort/ income. The second part analysed for differences in the definition of a 
better job by looking for differences in definition between those searching and those 
staying. The third part investigated differences in perception of opportunity through 
identifying the chances of finding a better job for those searching and those not searching 
for a better job. The final part tested the differences in horizons of those searching for a 
new job and those staying in their current job through target earnings, real earnings, 
occupational earnings, the definitions of better job money and similarity of past jobs for 
those who are searching and those who are not searching for another job.
The first part analysed the impact of extension of labour supply between those searching 
and those not searching for a better job through comparing the hours worked, overtime 
worked and earnings received. There was not any significant difference between the 
groups in total hours worked, or extra effort extended. There was however, a significant 
difference in the earnings between the two groups with those searching earning much less 
than those who are not searching.
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The second section was anchored on the proposition that a better job for those who were 
searching would be more money. The findings supported this proposition with one third 
of those who were searching identifying more money/pay as their definition of a better 
job.
The third section looked for differences in the perception of opportunity through 
identifying the chances of finding a better job for those searching and those not searching 
for a new job. It is suggested that pessimism of getting a better job had a strong influence 
in the decision not to search, while optimism might not necessarily lead to a searching 
behaviour.
The last section analysed the proposed role of low horizons on the decision to search for a 
new job or stay in the current job. It tested the presence of low horizon through looking at 
the position of target earnings in relation to actual earnings and occupational mean 
earnings and through comparing past jobs with current jobs. The results found that the 
difference between target earnings and real earnings is lower for those who are not 
searching for a better job. Also, people who were not searching were more likely to stay 
in the same occupation, compared to the other group. The next section concludes the 
chapter laying the foundation for the next chapter on discussions.
7.5 Summary
This chapter has provided a framework for analysing the acceptance of low pay- through 
the behavioural aspects of searching/ not searching. It started of with two objectives
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•  To illustrate the differences between those who are searching and those who are 
not searching for a better job
•  To identify the key variables that influence the acceptance of low pay for the 
sample
The results found that there are key differences between people who are searching and 
people who are not searching for a better job and that there are clear differences in 
patterns between two groups. The results also came up with key variables that appear to 
influence the searching behaviour of the sample. The significant factors that have come 
out include multiple jobs, limited horizons and perceived opportunities. The next chapter 
attempts to match these findings to the initial hypothesis and come up with a framework 
that explains the acceptance of low paid jobs.
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CHAPTER 8 
DISCUSSION OF THE FINDINGS
"Once you eliminate the impossible, whatever remains, no matter how improbable, must 
be the truth." Sherlock Holmes (by Sir Arthur Conan Doyle, 1859-1930)
8.1 Introduction
The fundamental purpose of this research through empirical analysis has been to 
understand the acceptance of low paid employment. The three objectives that guided this 
research were as follows
1. What are the key external factors that influence the acceptance of low pay?
2. What are the psychological process involved in the acceptance of low pay?
3. Is there a difference in the acceptance of low pay between those who are 
searching and those who are not searching for a new job?
Based on the literature review and indications from the preliminary studies a guiding 
proposition was conceived which suggested that
The acceptance of low pay is conditioned by the need to extend labour supply and by 
low horizons engendered by perceived self-evaluation and perceived opportunity
This was further broken down into four testable propositions as follows
1. Those searching for a new employment will display less extended hours than those 
not searching
2. The principal attribute of a chosen better job would be ‘more money7
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3. Most subjects not searching will perceive a lack of opportunity
4. Low horizons for those not searching will be indicated, firstly by target earnings 
remaining close to existing earning and to job category pay means and secondly by 
choice of ‘better joby being within the same job category as the existing job
This chapter is designed to achieve the objectives of the research by discussing the 
empirical findings through the framework of the above discussed propositions. Thus 
although there are a number of single conclusions, the focus here is on presenting a 
coherent picture of the acceptance of low pay.
The structure of the chapter is as follows. Section 8.2 discusses the main findings of the 
study by first presenting an overview of the findings and then testing the four 
propositions by identifying the differences between those searching and those not 
searching for another job. It then goes on to revisit the main proposition that directed the 
research and identifies the influences on acceptance through a restated proposition. 
Section 8.3 summarises the key findings of this chapter.
8.2 Discussion of the findings
8.2.1 Introduction
Chapters 5, 6 and 7 presented in detail the survey findings in the form of descriptive 
statistics and statistical results of the propositions tested through various hypotheses. This 
section discusses the main findings of the study.
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8.2.2 Overall pattern of acceptance of low pay
An appropriate place to start the discussions of the findings is with the overall pattern of 
acceptance of low pay by the sample. Here, there are two significant facts. First, 
acceptance of low pay appears to be influenced by perceived opportunities and limited 
horizons. Second, acceptance of low pay does not seem to be affected by extended effort 
or satisfaction with earnings. Both these patterns are displayed clearly with differences 
between those who are searching and those who are not searching for another job. The 
next section identifies the differences between the two groups.
8.2.3 Overall difference between searching and not searching
In order to search for differences between those who are searching for a better job and 
those who are staying in their current job, the results of the variables tested in the 
previous chapter are discussed briefly.
To begin with, within the personal characteristics, gender was found to be salient. Men 
were more likely to search than women. This finding implies that women are more 
likely to accept low pay than men. Research finds men to have higher earnings (Blau and 
Kahn 1994) money attitudes (Tang, 1995) and higher pay satisfaction. However, there is 
a lack of studies looking at the extended effort, aspirations or horizons of men in 
comparison to women. Further research is needed to comment on this. There were no 
differences across age as the overwhelming majority of the sample (around 85 %) were 
aged between 22- 45. Marital status and number of dependants were similar for both 
groups.
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With regard to job characteristics, number of jobs was a significant variable. People who 
were working in single jobs were more likely to search than people working in 
multiple jobs. Chapter 6 also found that people working in multiple jobs worked longer 
and earned more than people in single jobs. It is tentatively suggested that moonlighting 
or multiple job holding prevents people from searching through providing extended 
hours, more money and job variety.
Nature of occupation was also relevant, with hotel workers more likely to search 
compared to retail or transcom workers. Hotel workers typically work in single jobs. 
Most of hotel workers work overtime in their main job while fewer people from other job 
categories work overtime in their main jobs. It is suggested that the nature of occupation 
is influencing the number of jobs worked by people possibly through the availability of 
overtime in their main jobs. More importantly, it appears that the nature of job is 
affecting the acceptance of low pay.
The analysis of extended effort showed no difference between those who were searching 
and those who were staying. The earnings on the other hand, were significantly different 
for the two groups with those who were staying earning much more than those who 
were searching. There is no evidence of pay comparison leading to searching, as no 
differences were found between those who were searching and those who were staying in 
terms of their pay comparisons with others in similar jobs or jobs in the industry. It 
appears that in this extremely low paid sample, people are searching in order to fulfil 
their needs. The pay comparison of needs showed a strong relationship between 
searching behaviour and my pay in comparison to my needs. Therefore, this result is 
more a proof of the extent of low pay than acceptance of low pay.
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An examination of the satisfaction variables revealed that people who were not searching 
for a better job had a higher job satisfaction compared to those who were searching. The 
pay satisfaction on the other hand was similar for the two groups, with most people being 
very dissatisfied with pay (mean 4.37 on a five item scale). Pay satisfaction is not a part 
of job satisfaction and it appears that they are separating pay from other aspects of the 
jobs as found by Riley et al (1998), thus being able to maintain dissatisfaction with pay 
and high job satisfaction. The money attitude scores were similar with most people 
reporting a strong attitude towards money (mean 44, range 12- 60), the strong money 
attitude leading to their low pay satisfaction. The findings indicate that people stay on 
even if they are not satisfied with their pay and also satisfaction with earnings or attitude 
towards money do not cause the acceptance of low pay.
The opportunities data showed an association between chances of finding a better job and 
the searching behaviour. The results indicate that people who are searching feel more 
optimistic about getting a better job compared to people who are not searching. 
This finding will be discussed in depth in further sections.
An investigation into horizons demonstrated that the people who are not searching for a 
better job tend to stay in similar occupations compared to people who are searching. Data 
on past jobs is extremely significant as it acts as evidence of both limited horizons and 
satisfaction with job type. Differences between target and actual earnings were the same 
for the two categories, the implications discussed in the following sections.
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8 .2 .4  P ro p o s it io n  1
Discussion o f  the Findings
Those searching for a new employment will display less extended hours than those not 
searching
Statement A15 was used to identify whether the respondents were searching or not 
searching for another job and statements A5, A7, B5 and D9 were used to gather 
information on the number of hours worked by the sample (see appendix 10 
for questionnaire). The analysis looked for differences in extended hours worked 
between the two groups. The underlying principle is that the extremely long hours 
worked in low paid jobs will inhibit people from searching leading to an acceptance of 
their current low paid job.
The findings in respect to hypotheses H10 and HI 1 (Chapter 7), indicate that there is no 
difference in the extension of labour supply between those who are searching and those 
who are not searching for another job. The findings show that the sample as a whole is 
working extremely long hours of 52 hours with only slight differences between those 
who are searching (52 hours) and those who are not searching (54 hours). The difference 
in extra hours worked either through overtime or in other jobs is also not significant for 
the two groups. The conclusion here is that the searching behaviour is not necessarily 
influenced by the extension of effort. Consequently, extension of extra effort does not 
necessarily lead to acceptance of low paid jobs.
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8 .2 .5  P ro p o s it io n  2
D iscussion o f  the Findings
The principal attribute of a chosen better job would be ‘more money7 
The interest in definition of better jobs is to identify the qualities that make up a better 
job. The argument is that for people in low paid jobs a better job will be the same job 
paying more money. In other words, the searching behaviour will be caused by the need 
to earn more money.
Q A 17 asked the respondents to define a better job (see appendix 10). The findings (as 
given in section 7.4.3 (Chapter 7)) support the proposition. A majority of the sample 
define better job in terms of more money. Thus it can be argued that people are accepting 
the job they are in and want to earn more money in the same job.
This finding indicates that the acceptance of low pay is partly influenced by acceptance 
of the low paid job and their searching behaviour is caused by a need to earn more 
money. This supports the classical economic theory of profit maximisation. It also backs 
the suggestion that money is important for the low paid and they do not have perverse 
economic behaviour as suggested by some economists (Berg, 1961, Dunn, 1971 as 
discussed in Sharif, 2000).
8.2.6 Proposition 3
Most subjects not searching will perceive a lack of opportunity
The economic literature identified that low pay is tolerated because of individual and job 
characteristics. There was some evidence of perceived opportunities playing in
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maintaining low pay, but it was largely ignored in mainstream labour economics. As 
previously discussed, the fear of job loss can play an important part is sustaining low 
levels of pay, as individuals workers with jobs hesitate to press for more pay for fear of 
the possible employment consequences.
Based on the research, it was suggested that the searching behaviour is influenced by the 
perception of chances of getting a better job. In other words, whether they think they 
stand a chance of getting their self defined concept of a better job will influence their 
decision to search. The underlying principle is that if people feel that they cannot get a 
better job, they will not search for another job, thus staying and accepting their current 
job and low pay.
Question A (19) (appendix 10) asked the respondents to rate their chances of getting a 
better job, which was then analysed. The data analysis in the form of hypothesis 13 
supported the proposition. A significant number of those not searching felt that they 
could not get a better job (81 per cent) while many of those who were optimistic of 
getting a better job were searching (44 per cent). The findings provide empirical 
support to the arguments that individuals take external opportunities into consideration 
when accepting a low paid job. This result is very significant as it has highlighted an 
important factor that has been ignored largely in both the economic and the psychological 
literatures on pay.
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8.2.7 Proposition 4
S. T hozhu r D iscu ssion  o f  th e  F indin gs
L o w  h o rizo n s f o r  those  n o t sea rch in g  w ill be indicated, f ir s t ly  by target earn ings  
rem a in in g  close to ex istin g  ea rn in g  a n d  to jo b  category p a y  m eans, a n d  second ly by 
cho ice  o f  ‘better j o b '  being  w ith in  th e  sa m e jo b  category as th e  ex is tin g  jo b
The fourth and final proposition suggests that low  horizons are indicated by a 
combination o f  three measurable variables. First, having target earnings near actual 
earnings. Previously, the research has suggested that people accept low  pay because they 
have low  targets (not seen as such by them selves). A lso by having their target earnings 
remaining close to their occupational earnings, they are able to compare their earnings 
with that o f  their significant referents, in this case earnings o f  others in similar jobs. 
Secondly, by choosing better job as the same job, they are accepting the low  paid job but 
not the pay. Proposition 2 indicated that most o f  the sample define better job as more 
m oney, in other words, they are accepting the job. If  they had worked in similar jobs in 
the past, it would be additional proof o f  acceptance o f  the job.
Statements Q DIO and A21 (appendix 10) asked for information on real earnings and 
target earnings. Hypothesis 14 (Chapter 7) tested for differences between real and target 
earnings for those w ho were searching and those who were staying. The findings indicate 
no differences between the two groups. The conclusion here is that acceptance o f  low  pay 
is not caused by differences between real and target income.
Statements Q DIO and A21 (appendix 10) were used alongwith the question on job title Q 
A 10 to look for differences between target earnings and real earnings for those searching
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and those staying across occupations. Hypothesis 15 (Chapter 7) found mixed results. 
Those who were not searching in retail had target earnings closer to occupational real 
earnings. On the other hand, the target earnings o f  hotel and transcom workers were 
much lower than occupational mean earnings. The suggestion is that acceptance o f  low  
pay is not necessarily influenced by occupational earnings.
The second section o f  the proposition suggests that for people who accept their low  paid 
job, better job would be the same job. Statements A l ,  A 24 and A 17 (appendix 10) 
included in the survey questionnaire were used to test this section o f  the proposition. 
Hypothesis 16 (Chapter 7) reported that almost all o f  those not searching for a better job  
had worked in similar jobs in the past. This finding means that for people who are not 
searching, better job is the same job. The next section summarises the results o f  the 
findings through the guiding proposition and then provides suggestions for further 
analysis.
8 .2.8 G uiding proposition
Based on the research o f  literature and preliminary studies, the guiding proposition 
suggested that
T h e acceptance o f  low  p a y  is co n d itio n ed  by th e  n e e d  to e x te n d  la b o u r su p p ly  a n d  by 
low  h o rizons en g en d ered  by p erce ived  se lf-eva lua tion  a n d  p erce ived  opportun ity
N o w  based on the analysis o f  the findings, the proposition is modified to
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T h e acceptance o f  low  p a y  is en g en d ered  by m u ltip le  jo b s , low  p erce ived  opportun ity  
a n d  low  ho rizo n s d e fin ed  p a r tly  by better jo b s  m ea n in g  m o re  m o n ey  a n d  better jo b  
b eing  th e  sa m e job .
The next section summarises the findings o f  the propositions.
8.3 Summary
This section summarises the conclusions o f  the findings from the research. The 
conclusions relate to the objectives o f  the study, and have examined the following, 
personal characteristics, work characteristics, measures o f  satisfaction, perception o f  
opportunities and presence o f  limited horizons. It has used the framework o f  propositions 
to look for differences between those who are searching and those who are not searching 
for a better job. The findings that emerge provide clear insight into the acceptance o f  low  
pay.
W ithin the overall sample characteristics, personal variables, work related variables, 
satisfaction variables, earnings and effort were examined. Nature o f  occupation 
influenced the acceptance o f  low  pay possibly through multiple jobs. Although men were 
more prone to search for a better job, there were no differences in number o f  jobs 
worked, perceived opportunities or low  horizons between men and wom en. The other 
personal and work related variables did not influence the acceptance o f  low  pay.
The findings reveal that acceptance o f  low  paid jobs is caused by a combination o f  
multiple jobs, low  perceived opportunities and limited horizons. The opportunities data 
illustrates the importance o f  perception o f  chances o f  finding a better job as a key factor
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in peoples’ acceptance o f  low  pay. There is a clear indication that more m oney is what 
makes a job better indicating that people are accepting the job but are not accepting the 
money. High job satisfaction scores also are evidence o f  their acceptance o f  their job. The 
similarity o f  past jobs to current jobs further confirms this suggestion.
Even though the difference between target and actual earnings was not significantly 
different for the two groups (searching and not searching), low  targets nearer to real 
occupational earnings act as supporting evidence for limited horizons. The next chapter 
discusses som e themes that have emerged during the research and revisits the concept o f  
acceptance and the idea o f  searching and not searching for a better job before concluding 
the research.
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CHAPTER 9 
CONCLUSIONS
/  u sed  to th ink I  w as poor. Then they to ld  me I  w asn 't poor, I  w as needy. Then they to ld  
m e it w as self-defea ting  to th ink  o f  m y se lf as needy, I  w as deprived. Then they to ld  me 
d eprived  w as a  ba d  image, I  w as underprivileged. Then they to ld  m e underprivileged  w as 
overused, I  w as disadvantaged. I  still don 't have a  dime. But I  sure have a  grea t 
vocabulary [Jules F eiffer]
9.1 Introduction
The aim o f  this research through empirical analysis was to understand the acceptance o f  
low  paid jobs. In other words, it aimed to understand why people stay in low  paid jobs. 
This aim was endeavoured to be achieved by first understanding the meaning o f  pay for 
the low  paid and second by identifying the factors that influence the acceptance o f  low  
pay. This chapter concludes the research by revisiting the research process, identifying 
the emergent themes and providing directions for future research.
The chapter is structured as follow s. Section 9.2 revisits the research process and 
identifies the key findings at each stage o f  the research. Section 9.3 describes the themes 
that emerged from the analysis and relates it to existing theories. Section 9.4 revisits the 
concept acceptance and the idea o f  searching/ not searching for a better job and their 
relevance to the research. Section 9.5 illustrates the limitations in current research while 
section 9.6 suggests directions for future research. Section 9.7 concludes with som e final 
remarks on the research.
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9.2 T he research process
Chapter 2 began by looking at the econom ics o f  low  pay. The low  paid have som e 
specific qualities that separate them from the others. They work extrem ely long hours 
often holding multiple jobs, suggesting distress selling o f  labour. The main causes o f  low  
pay were identified to be a combination o f  job characteristics and worker characteristics 
(worth o f  job, ease o f  learning and accumulation o f  human capital) (R iley and Szivas, 
(2001); (Hicks, 1963 as discussed in Sloane and Theodossiou, (1994)). In other words, 
people in low  pay worked in jobs requiring low  skills that provided no opportunities to 
accumulate skills. These factors meant that the low  paid continued to stay in low  paid 
jobs which was confirmed by the econom ic literature that found the upward mobility for 
the low  paid was very low  (Sloane and Theodossiou, 1998 as discussed in Asplund, 
Sloane and Theodossiou, 1998)
Chapter 3 discussed the significant findings in relation to the psychological research on 
low  pay. Although, motivational theories propose that pay is important (McGregor, 1960, 
Lawler, 1981, Tang, 1995) there also seem  to exist other factors that are significant for 
people at work, encouraging people to accept low  paid jobs. The theory o f  distributive 
justice and the reference group theory suggest that ideas o f  fairness and positive 
comparisons play an important part in causing pay satisfaction with low  pay. In addition, 
Riley and Szivas (2001) suggest that the low  paid might have limited aspirations, which  
they don’t perceive as limited, leading to the acceptance o f  low  paid jobs. There were 
som e studies that identified perceived opportunities in the external market to influence 
the satisfaction with pay. These studies were done in periods o f  econom ic slumps, but 
still need to be taken into consideration as low  pay in itself is an econom ic low. To
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summarise, this chapter argued that satisfaction o f  low  pay is caused by a combination o f  
many factors along with the level o f  pay itself.
Chapter 4  identified the main research question as ‘Why do people accept low  pay’ and 
stated the supporting objectives o f  the research. The chapter defined acceptance as the act 
o f  taking something that is offered, and consequently the proof o f  acceptance o f  low  pay 
as ‘not searching’ for another job. It then discussed the formulation o f  the guiding 
proposition o f  the research, which then defined the structure o f  the methodology.
Chapter 5 commenced the discussion o f  the findings by exam ining the sample 
characteristics in detail. The sample consisted o f  a majority o f  men, aged between 26- 45. 
They were mainly working in hotels, retail and transport & communication. Although, 
the findings do not display the traditional characteristics o f  people in low  pay, they are 
expressive o f  the traditional low  paid population. Interestingly, a significant number o f  
this sample hold multiple jobs, providing evidence towards distress selling o f  labour.
Chapter 6 carried on the discussions by analysing the data collected on the various 
measures. It was found that the sample is extremely low  paid when compared to national 
and occupational averages in the U.K. The sample worked extremely long hours, and 
held multiple jobs. A  key finding was that the extent o f  extra effort input by the sample 
did not produce the same degree o f  extra income, confirming distress selling o f  labour. 
The target income was low , but relative to their occupational categories, supporting the 
concept o f  limited aspirations. Moreover, most o f  the sample had worked in similar jobs 
in the past confirming limited aspirations and acceptance o f  the job.
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Chapter 7 concluded the presentation o f  the findings through analysing the four guiding 
propositions using the idea o f  ‘not searching for a better jo b ’ as behavioural proof o f  
acceptance. The findings suggested that there were key differences between those who 
were searching and those who were not searching, thus providing empirical support to 
using ‘not searching’ as a behavioural proof o f  acceptance. The findings identified the 
significant variables that appeared to influence the searching behaviour o f  the sample. 
The principal factors that were identified included multiple jobs, limited horizons and 
perceived opportunities.
Chapter 8 presented the discussions on the main findings o f  the data analysis by revisiting 
the main proposition that directed the research and identifying the influences on  
acceptance through a restated proposition. Based on the findings o f  the empirical study, 
the guiding proposition was modified from
T h e acceptance o f  low  p a y  is co n d itio n ed  by th e  n e e d  to e x te n d  la b o u r  su p p ly  a n d  by  
low  horizons en g en d ered  by p erce ived  se lf-eva lua tion  a n d  p erce ived  opportun ity
to
T h e acceptance o f  low  p a y  is en g en d ered  by m u ltip le  jo b s, low  p erce ived  opportun ity  
a n d  low  h o rizo n s d e fin ed  p a r tly  by better jo b s  m e a n in g  m o re  m o n ey  a n d  better jo b  
b ein g  th e  sa m e job .
The next section identifies the significant research themes that have risen out o f  this 
research.
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9.3 E m ergent them es
9.3.1 Introduction
What makes an individual accept low  pay? Previous research suggested that people 
accept low  paid jobs because o f  circumstances, tolerance, fairness o f  distribution 
favourable pay comparisons with references, limited aspirations and satisfaction with 
earnings. To an extent, this research confirmed som e, denied others and made additions 
to the general mythology o f  what makes som eone accept low  pay. From this combination 
o f  facts and myths, som e ideas regarding significant factors and their relationships have 
emerged. This section discusses these ideas in detail.
9.3.2 E m ergent them es and their im plications
This study has confirmed that acceptance o f  low  pay has a life o f  its own. Acceptance 
coined to encompass a range o f  feelings from tolerance to satisfaction and defined by not 
searching for another job has enabled the research to look into the feelings o f  people in 
low  pay. The suggestion that people are tolerating low  pay is questionable as there are 
clear indications o f  people accepting low  pay by first not searching for a better job and 
second extending their labour supply.
One o f  the main concerns that arises from the literature review is that whilst the bulk o f  
the literature looks at the abundance o f  low  pay, neither the econom ists nor the 
psychologists have attempted to understand the reasons as to why people stay in low  pay. 
Much o f  the literature, in general terms, have not been applied specifically on the low  
paid. To a certain extent, this may be explained by the difficulty in conducting empirical 
research on pay. Perhaps, one o f  the major contributions o f  this study is that it is an early
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example o f  an empirical study, hopefully to be follow ed by more on the acceptance o f  
low  pay.
Chapter 4 introduced the concept o f  acceptance as different from satisfaction. However, 
acceptance appears to fo llow  the model o f  satisfaction as suggested by Lawler (1971) and 
Dyer and Theriault (1976). The idea o f  satisfaction as being the difference between 
perceived pay one should receive and perceived pay one receives appears to find 
resonance as perceived market opportunities and perception o f  what they have are 
influencing the acceptance process.
From the present study, the importance o f  perceived opportunities cannot be highlighted 
enough. The motivations to stay in low  pay have found strong relationships in the 
perception o f  what is available outside. The criteria for staying in their current job  
depends on whether they think they can get another job. People who were not searching 
for a better job predominantly felt that they cannot get a better job compared to people 
who were searching for a better job. It is not the jobs available that are crucial, it is the 
chances o f  getting that job that causes acceptance. There is no previous research that the 
researcher is aware o f  that looks into perceived opportunities and the chances o f  getting a 
better job as an explanation o f  acceptance o f  low  pay.
Perceived opportunities is also important as it informs on behaviour. Unlike the 
questionable relationship between earnings satisfaction and searching behaviour, a 
pessim istic perception o f  market opportunities directly affects the acceptance o f  low  pay. 
The tool, although rudimentary, has served its purpose as an indicator o f  the acceptance 
o f  low  pay.
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Although most people accepted low  pay by staying in their job, they reported extreme 
dissatisfaction with their pay. It is suggested that pay satisfaction does not inform on  
searching behaviour. I f  people are dissatisfied with pay and they don’t think they can get 
a better job (same job with more m oney), they w ill not search. A combination o f  needs 
and references appear to shape the pay satisfaction. Adam s(1965) stated that individuals 
select referents that are similar to the comparer on one or more personal attributes. The 
low  pay satisfaction could be explained i f  people compare them selves unfavourably to 
their significant referents. In this study the negative pay comparisons o f  the sample with 
that o f  their family and friends and their needs is causing them to report low  pay 
satisfaction while pessim istic perception o f  available opportunities alongwith low  
horizons and multiple jobs is making them not search for their better jobs.
The classic idea o f  profit maximisation (Hammermesh et al 1996) is supported in the case 
o f  the low  paid in this study as most people define better job as more money. The idea 
that pay is what brings people to work is true in the case o f  the low  paid. A lso arguments 
as to whether individuals are making decisions on the basis o f  alternative costs and 
decisions or fo llow  som e rational interpretation o f  market prospects (R iley and Szivas, 
2001) is resolved as this research provides clear evidence o f  individuals making decisions 
on the basis o f  market prospects albeit se lf  perceived. Aspects o f  work came second to 
pay. For the low  paid, pay is an active part o f  acceptance whether staying or searching for 
a better job. It is suggested that the extremity o f  low  pay prevalent in the sample has 
caused it to give so much pertinence to pay.
H owever, even though pay is the most important thing in their working life, the 
aspirations o f  people in low  paid jobs are limited. This is what makes them to accept their 
current low  pay. D efining better job in terms o f  more money while having targets near 
their actual earnings and the occupational averages clearly indicate that what is seen as 
low  paid by others is not as seen to be low  paid by the receivers them selves. R iley and 
Szivas (2001) suggested that satisfaction with low  pay could be caused i f  the recipients 
do not consider it to be low. Their suggestion was that once the se lf  defined crossover 
target earnings are reached other jobs attributes take over. The findings here provide 
empirical support to their suggestions that low  pay is not considered as low  by the 
recipients as their targets are near national averages and real earnings.
In spite o f  low  monetary aspirations, pay figures very highly in the requirements o f  a job  
and other job attributes com e way behind in their conditions o f  a better job. The 
suggestion here is that although the low  paid have low  aspirations, extremely low  
earnings force them to constantly take stock o f  earning levels.
One o f  the most important conclusions drawn from the above analysis is that for most o f  
the variables there is very little difference between those who are searching and those 
who are not searching. Despite a marked difference in earning levels, perceived  
opportunities and limited horizons, the tw o groups display many similar characteristics 
and are hom ogenous to a considerable extent. A  possible explanation is that the sample is 
extremely low  paid. The evidence for this com es from comparing their earnings with the 
occupational averages and average earnings as described in chapter 6, 6.2.6.
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Extreme dissatisfaction with pay and pay comparisons (where the sample as a whole 
compare their pay unfavourably to their needs) indicate that the sample perceive their pay 
to be inadequate for fulfilling their needs. Whether searching or not for a better job they 
work extremely long hours, work overtime, define better job as more m oney and have 
similar circumstances. Sharif (2000) argued that the working poor often work extremely 
long hours and their labour supply is aimed at achieving subsistence more than anything 
else. This research has managed to capture such a sample that is guided more by its needs 
than by satisfaction with earnings. Acceptance o f  low  pay for this sample is thus 
constrained by their extremely low  earnings, which affect both their perceived 
opportunities and their limited horizons.
9.3.3 Sum m ary
This study is one o f  the early empirical studies looking at the acceptance o f  low  pay. It 
argues that an individual’s searching behaviour is caused by acceptance o f  their low  paid 
job. The criteria for staying in current job or searching for a better job depends on 
whether the individual is optimistic o f  getting a better job. The acceptance o f  low  pay is 
guided by this optimism along with low  horizons and multiple jobs. Interestingly, pay 
satisfaction does not inform on searching behaviour, signifying the difference between  
satisfaction and acceptance. The negative pay comparisons o f  the sample with that o f  
their fam ily and friends and their needs is causing them to report low  pay satisfaction  
while pessim istic perceptions o f  available opportunities alongwith low  horizons and 
multiple jobs is making them not search for a better job.
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This research found that people accept low  pay i f  they have limited aspirations, and so do 
not consider the pay to be low. The findings are supportive o f  R iley and Szivas’s (2001) 
suggestions that targets are subjectively determined and thus se lf  reported figures are 
more helpful than any kind o f  occupational or industrial averages.
Pay for the low  paid, is enormously significant and a dynamic part o f  acceptance whether 
staying or searching. The acceptance partly stems from the fact that they do not see the 
pay to be low  them selves as the target pay is near national averages and real earnings. 
The findings here provide empirical support to suggestion by Riley and Szivas (2001) 
that low  pay is not considered as low  by the recipients themselves.
Another extremely important conclusion drawn from the above analysis is that for many 
factors there is very little difference between those who are searching and those who are 
not searching. The suggestion here is that the sample is so low  paid that its acceptance is 
constrained by the extremity o f  low  pay. Acceptance o f  low  pay for this sample is thus 
constrained by their extremely low  earnings, which affect both their perceived 
opportunities and their limited horizons.
The various ideas that have emerged in the course o f  this research have endeavoured to 
demonstrate the ways in which people accept low  pay. The overall inference to be drawn 
here is that while some o f  the myths are upheld, a number o f  ideas have emerged that 
were not previously ascribed as reasons as to why people stay in low  pay. Irrespective o f  
the conclusions o f  these findings, it can be said that acceptance o f  low  pay is one o f  a 
kind. Any additions to this subject w ill be tremendously beneficial to the low  pay 
literature.
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9.4 R evisiting acceptance and th e idea o f  search ing/ not searching
The concept o f  using ‘searching/ not searching’ has proved to be a reliable indicator o f  
acceptance as there are differences in the characteristics o f  those who are searching and 
those who are not searching. The principal differences being the number o f  jobs held, 
perception o f  opportunities and low  horizons. The extension o f  labour supply was not 
effective as further proof o f  acceptance as both those searching and those not searching 
for a better job displayed exceedingly long hours o f  work, which is understandable given  
that the sample is extremely low  paid.
Acceptance was defined as the act o f  agreeing to the terms o f  an offer. Although  
acceptance may have causes and consequences, it principally concerns itse lf to being  
unprejudiced and thus includes all the degrees o f  attachment to the object. Since the aim 
o f  the study was to see why people are in low  paid jobs it was important to use a 
framework that in itself is objective and unjudgemental. This was the rationale given to 
understand the reasons o f  why people stay in low  pay through the framework o f  
acceptance.
I f  acceptance is defined as the act o f  taking something that is offered, the proof o f  
acceptance would be retaining the offering. In terms o f  low  pay, it can be translated as the 
proof o f  acceptance o f  low  pay would be through staying in the low  paid job. It was thus 
decided to use the idea o f  currently searching or not searching as behavioural proof o f  
acceptance. The argument was that people who are not searching for another job can be 
said to accept their current job, and their current low  pay. Extension o f  labour supply was 
to be taken as additional proof o f  acceptance as people who are not searching and
S .T h o zh u r C on clusions
225
extending their labour supply would probably do so because they are accepting the low
pay.
Acceptance has proved to be a reliable expression, one that is unique and separate from  
the idea o f  satisfaction. This study indicates that ‘not searching’ is a more reliable 
predictor o f  acceptance o f  low  pay than satisfaction with low  pay.
Although acceptance itse lf is unbiased, it can be combined with other measures to 
understand the motivations behind it. In this case, acceptance seem s to stem more from 
tolerance than from satisfaction given the extremely long hours and the dissatisfaction  
with their earnings.
There are som e limitations in using the idea o f  ‘not searching’ to indicate acceptance. For 
exam ple, an individual is accepting only so far as he is not admitting to searching for 
another job. The reliability o f  s e lf  reported measures given the high turnover rates in low  
paid occupations is an issue to be considered. The sensitivity o f  the question ‘are you  
searching for another jo b ’ is highlighted in this empirical research where 67 respondents 
(27%) have not answered this question.
In ail, both the concept o f  acceptance and the behavioural proof o f  acceptance have been 
validated for the low  paid in this research. Research across pay levels, occupations and 
further research into how  this sensitive information can be extracted to its maximum is 
probably the way forward.
At this juncture, it is important to stress the significance o f  creating the idea o f  
acceptance. It is a new  eyeglass that has been developed, which is com pletely unique and
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having significant relevance that revolutionises the way research attempts to understand 
and analyse low  pay. Similarly, the idea o f  using ‘not searching’ as an indicator o f  
acceptance is also unique and adds on to the literature looking at the behavioural 
intentions at work.
9.5 L im itations in current research
All researches operate within time and budgetary constraints, and as a consequence there 
are issues that cannot be controlled. In interpreting the research, the follow ing limitations 
needed to be taken into consideration
The first limitation was that survey research w as used. It has been highlighted before that 
pay is a sensitive as w ell as a problematic area o f  research. In order to increase 
anonymity and to achieve maximum response within the time and budget frame, the 
survey method was chosen. However, this led to som e problems including low  response 
rates and non responses to sensitive questions among others.
It was also difficult to estimate the total response rate as the one o f  the trade unions that 
was used as a sample base, photocopied and further distributed the questionnaires. Non  
awareness o f  the response rate makes it difficult to establish the representatives o f  the 
sample. Those responding to the survey may be significantly different from the 
population they are supposed to represent.
In addition, in order to achieve maximum responses from people in low  pay certain 
industries were identified and their trade unions approached. Although care was taken to 
focus on low  paid industries as identified by the Minimum W age Com m ission (1998),
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this type o f  stratified random sampling could possibly lead to heterogeneity between the 
strata. A s Sekaran (1998) observes, there could be more between group differences than 
within group differences.
A  certain degree o f  se lf  selection bias is likely to be present because o f  the voluntary 
nature o f  the study. Whether the survey respondents co-operate or not in the survey is 
entirely upto them, and depends on their characteristics, attitudes, opinions and interest in 
the topic. It could be that those returning the questionnaires are more interested in, 
involved , and/ or experienced with the topics or issues compared with non responders. In 
this study it could be possible that letters from the Trade Union Congress influenced their 
members to be more responsive compared to other people in the sample.
Another limitation is the timing o f  the data collection. The data collection was carried out 
between the periods o f  1 1th o f  Novem ber 2002 to 27th o f  January 2003. The Christmas 
period in between and the accompanying holidays may have limited the response rates. 
An additional limitation could be that this was a period o f  an econom ic slow  down with  
m assive job losses in different industries. The impact o f  this on perceptions o f  
opportunities is left open to interpretation.
J
Additionally, the study lacked information on marginal effort and marginal pay. As 
discussed previously, the questionnaire asked many questions on pay. It was felt that 
excessive questioning on pay might put o f f  respondents and reduce response rates. Thus 
questions on marginal pay were not included. Consequently it is not possible to judge 
from the research whether marginal effort leads to more money. Overtime rates i f  higher 
than normal rates may provide additional impetus for people in low  pay to increase effort.
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Future research could analyse the impact o f  marginal pay on effort and acceptance o f  low  
pay. This said, in the case o f  the extremely low  paid, information on marginal pay might 
not have shed light on acceptance as both those searching and those staying were working 
exceptionally long hours w hile earning very little.
Finally, apart from the considerations noted above, the major limitation o f  this study was 
that it was captured only certain within the total identified sum o f  low  paid occupations, 
and also it was based in the U.K. This must be the most important direction for future 
research that w ill be discussed in the next section.
9.6 F uture research directions
The extent o f  low  pay in this study has already been discussed. The advantage o f  getting 
a low  paid sample as required by the research simultaneously led to a sample that was 
extremely low  paid, working long hours and holding multiple jobs. Thus looking at a 
different sample set might provide a different concept o f  acceptance.
The research has found support for som e factors that have been believed in the past to 
affect the acceptance o f  low  pay. It would be interesting to conduct som e additional 
instrumentation research, given the similarity o f  the sample, into extended effort and 
target earnings. Research with a different sample or one that is not so extremely low  paid 
might prove enlightening as to what makes people stay in low  paid jobs. At the same 
time, it is important to replicate the results for obvious benefits. Applying the concept o f  
acceptance o f  low  pay combined with the instruments employed in previous research 
would significantly assist the comparability from study to study thus aiding in offering 
substantiation on the generalisability o f  results. It would also confirm the reliability o f  the
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concept o f  acceptance. A n additional way forward is to create a theoretical model by 
looking at the direction o f  the relationships o f  the different factors o f  acceptance.
Given the evidence o f  the nature o f  occupation influencing the acceptance o f  low  pay, 
subsequent conceptualisation and empirical studies should consider the possibility that 
there w ill be differences in the work characteristics especially in multiple jobs that could 
influence the acceptance o f  low  pay. Future research could possibly concentrate on 
specific industries while having control groups o f  highly paid workers, which was not 
possible here due to time and budgetary constraints.
Moreover, research is also needed for assessing likely relationships between acceptance 
o f  low  pay and various independent variables. These variables include age, extended 
effort and target aspirations among others. Although the sample did not find them  
significant, the extreme nature o f  the sample could have caused the result. Further 
analysis in this regard will greatly contribute to the subject.
Perceived opportunities through chances o f  getting better jobs has successfully measured 
people’s searching behaviour. Researchers may want to use this perceived opportunities 
measure to explore the searching behaviour o f  people at work. Further, the meaning o f  
perceived opportunities as related to organisational behaviour needs to be explored.
This research identified that the people in low  pay might not consider the pay to be low  i f  
their aspirations are achieved or near achievement. This argument could be extended 
across board. In other words, whatever their pay, i f  individuals are not achieving or are 
not near their aspirations they w ill consider the pay to be low. The research found that it 
was the target earnings and not the earnings level that leads to satisfaction with low  pay.
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Future research could use self-defined target earnings to help predict aspirations which in 
turn informs on acceptance.
Respondents were asked to give categorical information on earnings in main job and 
actual information on earnings in main jobs, other jobs and total jobs. The logic being 
that as pay is very sensitive, people may be uncomfortable in giving actual figures. The 
results showed that most respondents had filled in actual pay information while leaving 
out information on main job earnings. There are three possible explanations for this 
behaviour. One that this is a limitation o f  the designing o f  the questionnaire where total 
earnings were asked towards the end where as the earnings in main job was asked in the 
middle. Sekaran (1998) suggested that personal information including pay has better 
responses i f  placed towards the end o f  the questionnaire, in which case information on 
main job earnings should be asked towards the end. On the other hand, it could be that 
people can more easily recall how  much they earn rather than how  much they earn in 
each job, in which case total earnings is what is crucial as that is what acts as their frame 
o f  reference. The third more simple explanation could be that people are not so sensitive 
about pay and find it easier to give the information. Whatever the reasons, given the 
importance o f  pay research, there definitely needs to be some research looking into best 
practices o f  accessing pay information.
A  more holistic application o f  future research in the field o f  acceptance o f  low  pay is to 
link it to the concept o f  low  pay. Decent Work Agenda aims to provide "Opportunities 
for wom en and men to obtain decent and productive work in conditions o f  freedom, 
equity, security and human dignity". Anker et al, (2003) and Bescond et al, (2003) 
identify characteristics that make a job decent. These include factors like "low hourly
S. T hozhu r C on clusions
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pay", "excessive hours o f  work", "male-female gap in labour force participation applied 
to the four major components o f  decent work: employment, social protection, workers' 
rights and social dialogue. The agenda o f  Decent Work will benefit greatly by using the 
concept o f  acceptance as it provides an em ployee perspective on what causes an 
individual to stay in low  pay, which is measurable.
9.7 C oncluding rem arks
The research presented here represents the first comprehensive examination through 
empirical research o f  the acceptance o f  low  pay. The distinctive m ethodology depicts not 
only the importance that people place in what is available outside but also illustrates the 
role o f  limited aspirations as a reason for accepting low  pay. This comprehensive 
research highlights the fact that people in low  pay do not have perverse econom ic  
mentality but rather they are guided by profit maximisation. It is just that their idea o f  
profit maximisation is lower than that o f  others.
In terms o f  procedural development, this research has identified that at the end 
perceptions are the key. Perceptions o f  what jobs are available and perceptions to the 
amount o f  income aspired by the individuals. Individual definitions o f  better job  
overwhelm ingly defined it as more m oney, providing a clear insight into the cognition o f  
those accepting their low  paid jobs. A  study o f  the nature o f  their past jobs has provided 
additional proof that the individuals want to be in the same job. These two findings when  
combined together show that while the aspirations are guided by m oney, the labour 
turnover in low  paid jobs is caused by the motivation to earn more m oney w hile staying 
in the same occupation.
S. T hozhu r C on clu sion s
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With regard to theoretical advancement, this research adds som e new  variables to the. low  
pay literature and the motivations to stay in low  pay. The research has found that 
satisfaction with earnings can be com pletely unrelated to the searching behaviour. M oney 
attitudes were also not found to be related to searching behaviour. However, m oney  
attitudes did lead on to pay satisfaction. The suggestion is that people are separating their 
earnings satisfaction from their searching behaviour. In v iew  o f  the sensitive job climates 
nowadays, earnings satisfaction is taking a backseat in the em ployees stock taking while 
perceived opportunities are com ing forward.
In relation to practical applications, this research is relevant for human resource 
practitioners who deal with people in low  pay. The significance o f  better job  as same job  
with more m oney is that in general terms people stay in low  pay for m oney and they will 
continue to stay i f  they don’t perceive better pay prospects elsewhere. One way o f  
ensuring acceptance would be to offer pay differentials. According to R iley and Szivas 
(2001), pay differentials in low  paid organisations like tourism have no market 
explanations as they are solely for intra organisational purposes. This research provides 
empirical evidence that such pay differentials w ill influence the searching behaviour and 
thus the acceptance o f  low  pay.
Further research directions could address the various limitations identified in this 
research. At this point, it is sufficiant to say that an attempt has been made to understand 
the acceptance o f  low  pay through empirical analysis. In pursuit o f  a framework the 
discussion has drawn the arguments towards the low  aspirations possessed by people in 
low  pay and their perception o f  opportunities. The argument in this analysis is not that the 
identified variables are new, som e o f  them seem  to be apparent while others already
S .T h o zh u r C on clu sion s
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identified in research, the argument is that these different factors com bine together to 
influence the acceptance o f  low  pay.
This thesis has researched issues relating to the acceptance o f  low  pay in an attempt to 
understand the factors that influence the searching behaviour o f  people in low  pay. The 
findings detailed in previous chapters have contributed in furthering the understanding o f  
the behaviour o f  people in low  paid jobs. Given the current debates regarding low  pay in 
various areas including the L ow  Pay Comm ission, Living Wage Campaigns and wage 
related strikes in various occupations, it is likely that the factors identified as major 
influences on low  pay acceptance w ill becom e significant and the issues relating to low  
pay and acceptance o f  low  pay w ill remain high on the agenda for many years to come.
S. T h ozh u r C on clusions
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Appendix 3a: Characteristics of the low paid
CH AR ACTER ISTICS TH ESE
• > : . 
CH AR ACTER ISTICS
•
W H O  EARN LESS THAN  
£3.50 PER H OUR
% A G E  O F ALL PEOPLE  
EARNING LESS THAN  
£3.50 W H O  HAVE THESE  
CH AR ACTER ISTICS
A ll employees 1 1 100
Female employees 16 66
Male employees 7 34
Manual employee 18 62
N on manual employee 7 38
Employee aged 18- 20 41 18
Employee aged 21+ 10 82
N on white employee 13 5
White employee 11 95
Long term disabled 16 9
N ot long term disabled 11 91
Part time worker 25 52
Full time worker 7 48
Lone parent in work 19 7
N ot lone parent 11 93
Seasonal worker 39 1
Casual worker 36 4
Permanent employee 11 89
Agency staff 18 2
Fixed term contract 10 3
Other 19 1
Work in own home 34 2
Work in same grounds or 
buildings as home
34 2
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P E R SO N A L
CH AR ACTER ISTICS
" ■
% A G E  O F PEOPLE W ITH
CH AR ACTER ISTICS
■
W H O  EARN LESS THAN  
£3.50 PER H OUR
% A G E  OF A L L  PEOPLE
' • , /
EARNING  LESS THAN
£3.50 W H O  H AVE TH ESE
CH AR ACTER ISTICS
S e p a r a t e  w o r k p l a c e 11 93
D if f e r e n t  p l a c e s  w it h
HOME AS BASE
9 2
P r iv a t e  s e c t o r 14 84
P u b l ic  s e c t o r 5 12
V o l u n t a r y  s e c t o r 14 3
E m p l o y e d  in  b u s i n e s s  
r e c o g n is e d  b y  t r a d e
UNION
4 17
E m p l o y e d  in  b u s i n e s s  n o t  
r e c o g n is e d  b y  t r a d e  
u n io n
17 83
H o s p it a l it y 40 15
R e t a il  a n d  w h o l e s a l e 19 26
O t h e r  c o m m u n it y , s o c ia l
AND PERSONAL
18 7
H e a l t h  a n d  s o c ia l  w o r k 13 13
M a n u f a c t u r in g 7 12
U n d e r  25 e m p l o y e e s  in  
t h e  w o r k p l a c e
20 58
25 OR MORE EMPLOYEES IN
t h e  w o r k p l a c e
7 42
Source- Labour Force Survey, Autumn, 1997
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median
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Characteristics Bottom decile
Men 1 W omen
1
Bottom
Men
]uintile
Women
Below half 
median
Female
Age
- - - - 1.58
Under 25 2.78 1.40 2.46 1.22 1.70
25- 34 0.93 0.79 0.94 0.83 0.81
35- 44 0.61 1.00 0.66 0.99 0.91
45-55 0.57 0.93 0.70 1.06 0.93
Over 55 0.89 1.37 0.87 1.15 1.07
Education
No qualifications 1.61 1.81 1.70 1.79 1.82
O level or equivalent 1.24 0.91 1.18 0.98 1.05
A level or equivalent 0.50 0.72 0.56 0.58 0.56
Degree 0.34 0.30 0.31 0.28 0.32
Years of job tenure
Under 2 3.23 2.05 2.35 1.78 2.37
2- 5 2.05 1.24 1.85 1.10 1.39
5- 10 1.07 1.05 1.14 1.06 1.09
Over 10 0.72 0.89 0.78 0.93 0.85
Type of contract
0.93 0.98 0.96 0.98 0.96Permanent 3.66 1.54 2.60 1.78 2.23Seasonal 1.39 0.80 1.23 0.54 0.79Temporary 
Full time 0.93 0.65 0.96 0.63 0.62
Occupation
Professional 0.34 0.49 0.32 0.34 0.33
Non manual 0.96 0.80 0.88 0.86 1.07
Manual 1.43 1.98 1.47 1.91 1.32
Family type
Single, no kids 1.82 0.98 1.68 0.94 1.13
Single, kids 1.94 1.93 0.97 1.68 2.85
1- earner couple, no kids 1.02 0.84 0.94 0.99 0.80
1- earner couple, kids 1.15 2.22 0.97 1.83 0.95
2- earner couple, kids 0.61 0.75 0.80 0.77 0.74
3- earner couple, kids 0.58 1.07 0.62 1.13 1.05
Source: G osling  et al, 1997
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Appendix 4: National Minimum Wage legislation and weekly working hours in Europe
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Country Minimum W age Policy W orking hours (per week)
Austria No legislated minimum wage (each 
industry has its own limits through 
collective bargaining), unofficial limit 
around €12,300 per annum
40 hours
Belgium €13560 for over 21 years o f age per 
annum
39 hours
Bulgaria €420 per annum 40 hours
Cyprus €5640 per annum for shop assistants, 
practical nurses, clerks, hairdressers and 
nursery assistants
Collective bargaining with the industries 
for all others
Greek cypriot
White collar workers 39 hours 
Blue collar workers 38 hours 
Turkish cypriot 
Summer 36 hours 
Winter 38 hours
Denmark No legislated minimum wage No legislation, based on contracts, 
generally around 37 hour weeks
France The statutory minimum wage is revised 
according to a formula linked to a 2% 
rise in whatever the cost o f living index. 
The legislation also requires annual 
bargaining for wages, hours, and 
working conditions. If no agreement is 
reached, the previous year’s contract 
remains effective.
35 hours per week, with 9hours 
overtime.
Germany No statutory minimum wage. It is 
established by collective bargaining and 
is enforceable by law.
Western parts o f Germany- 36 hours
Eastern parts o f Germany- 39 hours.
Maximum hours allowed for wok- 
48 hours
Hungary €1128 per annum 8-hour working days with 24 hour 
rest in a seven day week.
Republic o f 
Ireland
€5.30 per hour Standard working week 39hours
Industrial sector 9 hours per day, 48 
hour week
Overtime limited to 2hours a day, 12 
hours per week.
Italy No wage floor, collective bargaining 40 hours per week
Overtime limited to 2hours a day, 12 
hours per week.
Moldova €120 per annum for public firms 
€168 per annum for private firms
40 hours per week
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Country Minimum Wage Policy W orking hours (per week), •
Netherlands The minimum wage is established by law 
and can be revised every six months with 
the changing cost o f  living index
For workers earning the minimum wage, 
the employer pays €4125 per annum 
towards premiums for social security 
benefits including medical insurance
40 hours per week
Norway Collective Bargaining 37.5 hours per week
Russia €62.4 per annum
The law provides the right to collective 
bargaining but does not protect it. An 
agreement does not need to be signed by 
the employer who can refuse to enter the 
bargaining procedure.
40 hours per week
Switzerland No minimum wage limit 45 hours for blue and white collar 
workers in services, industry and 
retail trades
50 hours for all others
United Kingdom €5.86 per hour
Source: The Federation o f European Employers, 2001
241
A
pp
en
di
x 
5 
a 
: M
od
el
 o
f 
the
 
de
te
rm
in
an
ts
 
of 
Pa
y 
Sa
tis
fa
ct
io
n
(N'+
CN
Pe
rc
ei
ve
d 
fin
an
ci
al
 
co
nd
iti
on
 
of 
em
ol
ov
ee
S .T h o zh u r A p p e n d ice s
1 Introduction
Sekaran (1992) defined research as ‘an organised, systematic, critical, objective, scientific 
inquiry or investigation into a specific problem, undertaken with the purpose o f finding 
answers or solutions to i f .  Sekaran (1992) further characterised Research Design as a series 
o f rational decision making choices with reference to the study. The issues pertinent to 
research design include where the study will be conducted, what type o f data it would be, the 
extent to which the researcher manipulates and controls the study, the duration o f the study, 
the unit o f  analysis, the nature o f sample, how the data will be collected, how the variables 
will be measured and how they will be analysed to test the hypotheses. The extent o f  
scientific rigour in a research study would depend on how carefully the researcher has chosen 
the appropriate alternatives for each o f  these issues.
2 Research methods
The choice o f a research approach depends on the nature o f the research itself. Riley et al 
(2000) identified key types o f research including pure and applied research, primary and 
secondary research, theoretical and empirical research, and explanatory and descriptive 
research. Aaker et.al., (1998) suggested three general categories o f research- exploratory, 
descriptive and explanatory or causal research. They observe that these categories differ 
significantly in terms o f research purposes, research questions, the precision o f the hypotheses 
to be formulated, and the data collection methods to be used. Sekaran (1992) further states 
that the nature o f the study depends on the stage o f advancement o f  knowledge in the area and 
the design decisions become more rigorous as the research proceeds from the exploratory 
stage to the descriptive stage, to the hypothesis testing stage (causal stage).
Sekaran (1992) defines exploratory research as a study that is undertaken in order to better 
comprehend the nature o f  the problem since very few studies might have been conducted 
regarding the phenomena needed to be understood. Robson (1993) adds to this stating that 
‘exploratory studies are a valuable means o f finding out what is happening, to seek new  
insights, to ask questions and to assess phenomena in a new light’. Thus exploratory studies 
are particularly useful for those researchers who wish to clarify their understanding o f a 
problem.
Riley et al (2000) define descriptive research as a study that is largely concerned with what, 
when and who questions. Thus the descriptive study is undertaken in order to ascertain or be 
able to describe the characteristics o f variables in a situation. Sekaran (1992) states that the 
aim o f descriptive research is to offer a profile or to describe a relevant aspect o f  the
Appendix 6: Research Design
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phenomena o f interest. Descriptive studies present data in a meaningful form in order to 
understand the characteristics o f the group, aid in thinking systematically about aspects o f a 
given situation, offer ideas for further probing and research, and/ or, help make decisions 
(Sekaran, 1992).
Based on an understanding o f the discussions above and the requirements o f the research, the 
research approach incorporated in this study combines elements o f  both exploratory and 
descriptive approaches. The aim o f  the study is to provide an understanding o f the acceptance 
o f low pay. The research provides a descriptive analysis o f the extensive economic and 
psychological research on pay acceptance. It builds on this theoretical base and explores the 
specific process o f pay acceptance for the low paid through testing relevant hypotheses.
3 Qualitative or quantitative research
There are two main categories o f research methods- qualitative and quantitative. The aim o f  
qualitative research is generally to explain or describe a pattern o f relationship (Huberman et 
al 1994). Thus the data tends to be more subjective as the researcher attempts to identify 
themes and establish patterns from the data based on their own understanding o f  the subject 
and the interpretations. Quantitative research on the other hand is said to seek understanding 
o f causal relationships by conceptualising, measuring and analysing information about the 
real world by means o f numerical data representing explicitly defined variables (Creswell, 
1994).
There are many debates about the effectiveness o f  each o f these methods (see Denzin and 
Lincoln, 1994 for a detailed discussion o f the debate). While some criticise qualitative 
research for lack o f generalisability and replicability (Guba and Lincoln, Lee (1985), Barua 
and Whinston, 1997), others critics believe that quantitative research methods are 
inappropriate for studying social phenomena as the actions o f humans are not amenable to the 
rigorous statistical research techniques. Both the methods are said to have implicit 
relationships with the research philosophy and ideology, i.e. positivism is related with
quantitative research and survey methods while interpretative research is related to qualitative
research. Wood (1999) questioned this relationship suggesting that the findings o f a carefully 
designed and selected sample can be quantified.
Overall, it needs to be stated that no type o f research is superior to the other. The
appropriateness and fit depend upon the research questions, problem statement and context. 
Given that the purpose o f the study is to identify the factors that cause the acceptance o f low 
pay, a quantitative study would be more appropriate as a large sample would allow for greater 
validity, generalisability and replicability o f the research findings.
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4 Data collection technique
The aim of the data collection technique is two fold. First, it should achieve the objective o f  
the study and second, it should function effectively within the constraints o f the research 
including cost and time elements among others. This study looks at the acceptance o f low 
pay, and thus is interested in the attitudes o f the sample. Malim (1997) and Hogg and 
Vaughan (1998) identify the problems o f measuring attitudes as they are unseen, only 
inferred. Riley et al (2000) point out that as attitudes are subjective on one hand and relative 
(attitudes go in groups) on the other, there is no absolute value that identifies an attitude. The 
solution for this is to set up an artificial absolute standard by creating a template and then 
seeing how far people agree or disagree with this template. Also the researcher can take 
advantage o f the groupness o f attitudes and trawl for a set o f  dimensions, which indicate the 
attitude.
Questionnaires are the ideal way as they can extract the attitudinal response o f the sample by 
talking to them, observing them, and seeking responses. The study in this case requires a 
relatively large sample in order to have any chances o f generalisation to the large low paid 
population. Thus mail questionnaires were seen as the most appropriate as they can cover a 
wider audience who can complete them at their own convenience, in their own homes, and at 
their own pace (Sekaran, 1992). Also the anonymity offered by mail questionnaires would be 
advantage given the sensitive nature o f pay.
There are some disadvantages that need to be taken into consideration. First, mail 
questionnaires do not typically have high response rates. This was addressed by sending self 
addressed envelopes to the respondents. Second, any doubts arising in the minds o f the 
respondents cannot be clarified. The key instruments were pre tested in two pilots (see 
appendix 6) and changes made on that basis. Another possible drawback o f using 
questionnaires is the nature o f the sample. Sekaran (1992) observes that a sample with low 
education might hamper the use o f  questionnaires as the apt method o f data collection. Again 
the pilots and an active intention to use simple words attempted to overcome the problems. 
The advantages and the nature o f the study outweighed the possible drawbacks, and it was 
decided to use the questionnaire as the means o f data collection.
5 Measurement and scaling
Saunders et al (2000) state that the validity and reliability o f the data to be collected and the 
response rate to be achieved depend upon the design o f the questionnaire, the structure o f  the 
questionnaire and the rigour o f  the pilot testing.
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Sekaran (1992) identified three areas for achieving a good questionnaire. The first relates to 
the wording o f the question. In this case, as the sample involves low paid people, the aim was 
to keep the language o f the questionnaire very simple. The purpose o f each question was 
carefully considered in order to design the question. The questionnaire used a combination o f  
categorical, scales and open-ended questions as seen appropriate. While open-ended questions 
can be difficult in analysing, they provide the respondents with opportunities to make 
comments that could be otherwise missed. Care has been taken not to ask leading questions 
or double barrelled questions.
The second focus o f designing a good questionnaire as described by Sekaran (1992) is related 
to how the variables will be categorised, scaled and coded after the questionnaire responses 
are received. According to Aaker et al (1998), scaling can be defined as the process o f 
creating a continuum on which objects are located according to the amount o f the measured 
characteristics they possess. Sekaran (1992) defined scales as a tool or mechanism by which 
individuals are distinguished on the variables o f interest to the study, in one form or the other. 
Scales are divided into four categories based on the scale characteristics: nominal, ordinal, 
interval and ratio (Stevens, 1946).
A nominal scale allows researchers to assign subjects to certain categories or groups. The 
groups should be mutually exhaustive or non overlapping as well as collectively exhaustive or 
include all the possible options. Variables that are measured in this scale include gender, 
blood type, marital status, job position among others
An ordinal scale on the other hand, not only categorises the variables into groups but also 
rank orders the categories in some meaningful way (Sekaran, 1992). Howell (1997) describes 
it as the simplest true scale that orders people, objects or events into some continuum. 
However, Oppenheim (1992) points out that the ranking does not identify the extent o f  
difference between the ranks.
The interval scale enables the researcher to measure the magnitude o f  the differences between 
groups. It is a measurement scale in which numerically equal distances on the scale represent 
equal distances on the dimension underlying the scale.
Ratio scale has a true (Howell, 1997) or absolute (Grimm, 1993) value o f zero point, which 
represents the absence o f the thing being measured not an arbitrary one, such as 0 degree F or 
0 degree C do not represent the absence o f temperature, they are not true zero points. 
Examples o f  ratio scale include tenure, time, earnings among others.
The questionnaire has combined all the scales as required. Saunders et al (1992) point out that 
attitudes need to be measured on a continuum rather than in nominal format.
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Oppenheim (1992) suggests that one way o f improving the reliability o f  attitude scales is by 
having a series o f  statements rather than a single question. The requirements o f attitude scales 
have been taken into consideration for designing the questionnaire. Further sections discuss 
each question in depth and the logic o f  designing the question as it has been designed.
The third and final focus o f  designing a questionnaire is related to the appearance o f the 
questionnaire (Sekaran, 1992). A proper introduction that discloses the identity o f  the 
researcher and the purpose o f  the survey is absolutely essential. Assuring confidentiality will 
reduce biased answers while a courteous note thanking the participants for taking the time is a 
common good practice (Sekaran, 1992). The questionnaire should be attractive, easy to fill 
and less time consuming. These considerations were taken into account while designing the 
questionnaire. Adequate space was provided for open-ended questions and the questionnaire 
layout was designed to be spacious. All the three aspects o f questionnaire design were pre­
tested in the pilot where the respondents were asked to comment on the questionnaire itself.
6 Scale attributes
Moser and Kalton (1993) describe the debates within scale concepts including wording o f the 
scale (Schwarz et al, 1985, Friedman and Leefer, 1981), the number o f intervals to use 
(Schwarz et al 1985, Lehman and Hulbert, 1972), the numbers to be used on the scale 
(Schwarz and Starck 1991) and the middle category or point o f the scale (Bishop 1987, 
Bogart, 1967).
The traditional methods o f  attitude measurements have the following requirements according 
to Oppenheim (1992). First, the scale should be uni-dimensional or homogenous- it should be 
about one thing at a time, as uniformly as possible. So, the items should be internally cohesive 
with as little extraneous variance as possible. Second, the scale should be reliable. Oppenheim 
(1992) states that traditional scaling methods are often strong in this respect. Third, the scale 
should have sufficiently high validity, the degree to which the scale measures what it sets out 
to measure should be high. In this respect, it is often impossible to validate an attitude scale 
through external criterion. Moreover, a linear scale or equal appearing intervals will enable 
the scores to be quantified. Finally, the scales should be reproducible. Oppenheimn (1992) 
accepts that it is difficult to achieve exact reproducibility with attitude scales as they might 
not be uni-dimensional.
There are four well-known methods o f  attitude scaling. Bogardus social distance scale (1952) 
measures the "distance" that respondents perceive between themselves and members o f  
different social categories (nationalities, racial groups, deviants, etc.). The Bogardus social 
distance scale is weighted according to the type o f interaction that the subject is willing to
249
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engage in with members o f a group or o f different groups (Oppenheim, 1992). The logic o f  
the increment in intensity is the perceived threat to respondents o f each situation described by 
the scale items. Although social distance scales appear to be reliable and valid, the response 
categories are not in reality equidistant from each other although the numbers assigned to 
each categoiy (1, 2, 3, etc.) are. The Bogardus scale is scored as if  it were interval; yet the 
distance between marrying a person and having him or her as a neighbour seems greater than 
the distance between having someone as a neighbour and knowing him or her only casually.
Semantic differential method contains a set o f bipolar scales that are characterised by 
opposites such as good/ bad, strong/weak, or hot cold among others (Osgood, et al 1957). An 
advantage o f this scale is that it provides a convenient way o f  comparing attitudes to different 
topics on the same scales and with pictorial representation (Evans et al, 1996). However, it 
requires careful consideration as the same scale is applied to different concepts (Oppenheim,
1992)
Thurstone scales present the respondents with a series o f statements and require them to pick 
out the one that most accurately reflects their attitudes. This technique is an attempt to deal 
with the problem o f making an ordinal series o f numbers fit phenomena that is more difficult 
to arrange intuitively than is social distance. Thurnston (1929) and Thurnstone and 
Chave(1929) observe that this scaling approach would be effective if  the difference between 
statements should be o f a uniform degree. However, Edwards (1957) and Evans et al (1996) 
note that it is difficult to compile a series o f statements that easily facilitate the choice o f just 
one by the respondent while maintaining equal distances between the statements. The major 
advantage is for illustrating the logic o f  scale construction while the main drawback is that the 
construction procedure is quite time-consuming and expensive, so that actual research 
examples using Thurstone scaling are rare.
Likert scales (1932) represent a series o f  statements that are concerned with the research 
topic. Respondents are required to indicate their degree o f attitude according to a scale 
ranging from for example ‘strongly agree....to strongly disagree’, or ‘extremely
satisfied extremely dissatisfied’ among others. Eventhough some research prefer seven
or more points scales, Oppenheim (1992) finds no advantage in using seven or higher point 
scales as against a five point scale.
The Likert scale is a frequently used scale due the ease o f constructing it and its reliability. 
Likert’s primary concern is with the uni dimensionality o f the statements (Oppenheim, 1992). 
Also by using internal consistency method o f item selection (Anastasi and Urbina, 1997) it
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approaches uni dimensionality (Oppenheim, 1992). The reliability o f  Likert scales is good 
partly because o f the greater range o f answers permitted to respondents.
The main advantages o f the Likert scales besides their ease o f construction are first their 
ability to provide precise information about the respondents’ degree o f agreement or 
disagreement as against a simple agree/disagree response, and second, the possibility o f  
including items whose manifest contents is not obviously related to the attitude in question, 
enabling subtler and deeper ramifications o f  an attitude to be explored (Oppenheim, 1992).
The most serious criticism against the Likert scales is its lack o f  reproducibility, as the same 
total score may be obtained in different ways. For this reason, Oppenheim (1992) suggests 
that the pattern o f responses are more interesting than the actual responses. Secondly, it is said 
that the scale lacks a neutral point. Called quite often ‘uncertain’, ‘neither agree nor disagree’, 
‘neutral’, critics question the validity o f the midpoint as actually being between the two 
extremes. Oppenheim (1992) argues that it is difficult to say whether the scores in the middle 
are due to lack o f knowledge, lukewarm response or lack o f attitude towards the object.
The Likert scale may have its disadvantages, but it is less laborious and allows the researcher 
to distinguish between groups. Oppenheim (1992) states that the aim o f attitude scales is to 
divide people roughly into a number o f broad groups with respect to a particular attitude 
which allows the researcher to study the ways in which an attitude relates to other variables in 
the study. It is not the purpose o f attitude scales to yield subtle insights in individual insights 
and they are not clinical instruments. It is important to keep this in mind when choosing 
scales for any attitude research. Also given that attitudes are relative and not absolute 
concepts, the relative nature o f  Likert scales would be more suitable for the purpose o f  the 
study.
The study has used the Likert scale to measure attitudes towards pay, job, income inequity 
and money. Thurnston scale has been used to test the attitude the sample in reference to their 
perception o f  job opportunities. The rationale for the choices will be discussed in further 
sections.
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A STUDY OF SATISFACTION WITH PAY IN SERVICE EMPLOYMENT
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Abstract
This study looks at pay satisfaction in service employment. I t  sum m arises the literature 
studies done in the f ie ld  o f  pay satisfaction and  argues fo r  a need to look at individual 
differences in m oney attitudes in trying to understand pay satisfaction. Two pilots were 
conducted and  the results support the argum ent and  present som e other interesting  
find ings.
Keywords: pay satisfaction; money attitudes; acceptance o f pay; individual differences; Short 
Money Ethic Scale; pay level
Introduction
The purpose o f  this study is to report on a PhD study in progress titled ‘A study o f satisfaction 
with pay in service employment’. The paper first provides an introduction to the research 
followed by a brief rationale and literature survey. It goes on to look at the pilots studies 
conducted and presents their objectives and findings. Finally it discuss the future directions o f  
the research.
In the broadest sense, there are four fundamental problems in pay satisfaction research. 
Firstly, the problem of how pay sits within job satisfaction -  whether it is discrete or part o f  
the holistic concept o f job satisfaction. If pay satisfaction is intimate with the concept o f job 
satisfaction then the possibility arises that other attributes o f the job could become the 
dimensions by which pay is evaluated. This line o f  thinking suggests the possibility o f  trade­
offs between attributes (Shapira 1981). Secondly, there is the issue o f what comparisons are 
being made and to what referents. At its most basic, there is pluralism in the process o f  
evaluating pay, namely that the cost o f  living and/or comparisons o f some kind can be used. 
Thirdly, and possibly the hardest to measure, is the role o f expectations. Individuals have 
targets and aspirations, which form part o f the evaluation process and raise the issue o f
Appendix 7: Discussions of the two pilot studies
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whether actual or expected pay is being evaluated. Lastly, there is the question o f individual 
differences. Are there personality traits that impinge on the satisfaction process? This 
research focuses on the role o f individual differences in money attitudes.
Satisfaction with pay is important as it has a significant impact on people’s behaviour, 
performance, and effectiveness at work. Cappelli and Shearer (1990) found that low paid 
workers have high pay satisfaction compared to highly paid workers. Within tourism, there is 
an abundance o f low paid workers and compared to all the other industries it has higher 
voluntary quitting rates, absenteeism rates, dismissal rates. Nevertheless, it continues to be a 
major attraction o f employment with an ever-increasing number o f employees. What is it that 
makes people continue to work for tourism?
Pay satisfaction is often explained in economic terms, and the models o f  pay satisfaction 
(Lawler, 1971, Henemann and Schwab, 1985, Opsahl and Dunette, 1966) do not look at the 
psychological side o f acceptance o f pay (Riley and Szivas, 2001). Psychology, states that 
values are veiy important in determining an individuals’ satisfaction with pay (Lawler, 1971). 
This has been supported by others including Riley and Szivas (2001) and Drakopoulos and 
Theodossiou (1997). If true, people’s values become key along with their expectations to 
determine their satisfaction o f pay. However, very little research has looked into the role o f 
individual differences in the general attitudes towards money on pay (Tang, 1995). Also 
research has found that individuals develop a specific attitude towards pay level which is 
separate from their overall pay satisfaction (Henemann, 1985).Moreover, little attention has 
been paid to the influence o f pay level on pay satisfaction, with research often coming up with 
different results (Lawler, 1971).
Research objectives o f the two pilot studies were threefold.
To explore the relationship between money attitudes and pay satisfaction 
To understand the influence o f pay level on pay satisfaction
To examine the effects o f  individual differences in money attitudes on pay satisfaction.
These objectives were pursued using three variables, which were money attitudes, income 
level and pay satisfaction. Money attitudes can be defined as feelings towards money, and as 
McClleand (1967) observed, the meaning o f money is in the eye o f the beholder. Thus an 
individuals’ attitudes towards money “can be perceived as their frame o f  reference in which 
they examine their everyday life (Tang, 1992), the affects o f which can be seen in work 
performance, political ideology, spending habits, attitudes regarding the environment among 
others (Roberts et al 1999). Pay satisfaction, on the other hand, can simply be defined as 
satisfaction with pay (Heneman and Schwab 1985). Locke (1968) observes that a person’s
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satisfaction with the fairness o f the pay for his job is determined by what he wants from his 
job and what he perceives he is being offered. Furthermore, other researchers have argued 
that satisfaction is determined by what one expects to receive rather than what one wants 
(Lawler, 1971).
The studies were guided by two propositions
PI: There will be a significant and negative relationship between money attitudes (SMES) 
and pay satisfaction (PSQ)
P2: Income level will positively influence pay satisfaction (PSQ)
Methodology
Two pilots were conducted, the first a quantitative targeting a highly paid sample and the 
second a qualitative, directed at a comparatively low paid sample. The pay satisfaction 
variable is attempted to be explained by two independent variables money attitudes and pay 
level. Independent subject variables namely, gender and age are also investigated. A modified 
version o f Henemann et.al’s (1985) 18 item PSQ is the main dependent variable under 
research. The PSQ is measured on a five point likert scale. Henemann and Schwab (1985) 
hypothised that pay satisfaction is multidimensional in nature, the dimensions being pay level, 
raises, benefits and structure & administration which was supported in future studies (Judge
1993). To measure individual differences in money attitudes, Tang’s 12 item SMES(Short 
Money Ethic Scale) is used as it was developed specifically to measure money attitudes in 
organisational settings and work related settings (Tang, 1995).
First Pilot
320 questionnaires were posted to respondents at the Research Park at the University o f  
Surrey, UK. 30% were received back with 93 final usable questionnaires. 43% o f the sample 
were men. The ages ranged between below 25 and above 61 years. The mean age was 29 
years and 65% o f the sample were below 35 years o f age. The sample is highly educated with 
86% having attended higher education o f some form. The distribution o f income shows that 
more than 35% of the sample earned between 15- 25k (£1= $1.56 in September, 2001). 10% 
are earning above 50k o f which 30% are below 35 years o f  age, providing the research with a 
well-educated diverse sample across age and income levels.
SMES is towards a normal distribution with a kurtosis 0.637. The score ranges from 12- 60, 
and the mean o f 43.83, mode o f 45 and the negative skew o f  0.410 show the sample slightly 
leaning towards a positive money attitude. . The range o f  the PSQ instrument is 20- 100. The 
mean score o f the sample o f  69.98 and the mode value o f 80 indicate a high pay satisfaction 
within the sample, however this is due to relatively high scores o f those with positive pay
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satisfaction. The actual numbers demonstrate a sample, which has low to moderate pay 
satisfaction
Testing the propositions, SMES is positively and significantly correlated with pay satisfaction 
r=0.67**at p<0.01. Although, the correlation is not strong, it is acceptable given a sample size 
o f 93. In other words, in this sample, people with strong attitude towards money are more 
satisfied with pay. For the second proposition the correlation between pay satisfaction and pay 
level is not significant (r=0.168, p=0.109), A chi square test across the two categorical 
variables also provided similar results with a Sig value o f 0.513, suggesting that people’s 
satisfaction with pay might not necessarily increase as the level o f pay increases.
The sample was divided into two groups based on a median split o f +/- 35 years o f age. There 
wasn’t a significant difference in the strength o f the correlation between SME and PS, for 
those aged 35 years or below (0.480, p<0.05) and those above 35 years (r= 0.475, p<0.05). 
And, Tang’s(1995) proposition that older people would have a stronger attitude towards 
money is not substantiated. Correlational tests were also conducted on gender. It found that 
women who like money are more satisfied with their pay, 1-0.544*, than similar men 
r=0.363*. It could mean that pay has different meanings for men and women. Further research 
is needed to comment on this.
Second pilot
The results o f the first pilot suggested that some qualitative approaches would be beneficial. 
The sample was chosen from full time permanent employees working at an industrial laundry 
in South-East England. Semi-structured interviews were combined with a short SMES, PSQ 
questionnaire. 32 interviews were conducted. The average duration o f  an inteiview was 20 
minutes, and the interviews were conducted during lunch break or after shifts. 87% o f the 
sample is female and the ages ranged from 18 to above 84 years with the mean- 45 years and 
the median o f 48.5 years. The income range is £7200- £13,000 per annum with a mean o f  
£10,031. The average income is £20,832 (New Earnings Suivey, 2000) in South East England 
while the National Minimum Wage is £7872 for a 40 hour week (2001). As it is accepted that 
low pay is a combination o f median earnings and broader socio-economic circumstances o f 
the society this sample can be defined as low paid.
Given the small sample size, the scores for the Money Ethic Scale follow a near normal 
distribution, with a mean o f 39.83, and a Kolmogorov Smirnov significance value o f 0.2, The 
range varies from 30- 57 with a standard deviation o f 5.97, with more respondents at the 
lower end (skewness o f  0.6). The range o f the PSQ instrument is 20- 100. The mean score o f  
the sample o f 66.2 indicates a low pay satisfaction within the sample. Although the
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correlation between money attitudes and pay satisfaction 1— 0.357, p=0.053 is not significant, 
it shows a negative relationship between the two variables. Income on the other hand is not 
significantly correlated to pay satisfaction in this sample. The correlation is insignificant (r= -
0.095, sig= 0.619) supporting the first pilot. Analysis showed that o f  the 50% who are 
unhappy with pay, 80% are dissatisfied or extremely dissatisfied with eMy pay in relation to 
other jobs in the company’, ‘my pay in relation to similar jobs in the industry’, ‘differences in 
pay among jobs in the company’, ‘the way in which my company administers pay’ and ‘my 
pay in relation to competitors pay’. Future research needs to be conducted on the role o f  
referents.
Conclusions
The first pilot explored the relationship between money attitudes (Tang’s Short Money Ethic 
Scale, 1995) and pay satisfaction and also looked at the influence o f income levels on pay 
satisfaction. The findings stressed the importance o f individual differences in attitudes 
towards money and pay satisfaction. However, it needs to be researched whether the SMES is 
independent as suggested earlier or an intervening variable influencing pay satisfaction 
variables. Also two variables which emerged in the course o f the second pilots- referents and 
target are not discussed due to the space constraints but should be definitely addressed in 
future studies.
The second pilot confirmed the importance o f individual differences in money attitudes within 
the pay satisfaction process. The second pilot also found low pay satisfaction suggesting that 
pay satisfaction is not just influenced by pay level. The two main factors that seemed to 
make people accept pay was firstly their satisfaction with other things, and secondly, the 
fulfilment o f their needs- the idea o f subsistence. This challenges the traditional economic 
view that all employees expect good pay, and stresses the individual variations in pay 
expectations. The research suggests that both low paid and highly paid people can be happy or 
unhappy with their pay. This justifies the need to look at workers as individuals than use 
general pay satisfaction measures across population. In sum, these two pilots support the 
literature in that the acceptance o f low pay is a result o f  many different variables and they also 
substantiate the need to include individual differences in money attitudes in order to explain 
pay satisfaction.
References
Capelli, P and Sherer, P.D. (1988) Satisfaction, Market Wages, AND Labour Relations: An 
Airline Study, Industrial 
Relations, vol 27 (1) pp 56- 73
256
S .T h o zh u r A p p e n d ice s
Drakopoulos, S.A. and Theodssiou, I (1997) Job satisfaction and target earnings, Journal o f  
Economic Psychology, vol 18, no 6, pp 693- 704
Heneman, H.G. and Schwab, D.P, 1985, Pay Satisfaction Questionnaire- Its multidimensional 
nature and measurement, International Journal o f Psychology Apr; Vol 20(2): 129-141 
Judge, T (1993) Validity o f the dimensions o f the pay satisfaction questionnaire: evidence o f  
differential prediction, Personnel Psychology, vol 46, no 2, pp 331- 355 
Lawler, E.E. (1971) Pay and organizational effectiveness: A psychological view, Mc-Graw 
Hill, New York
Locke, E.A. (1969) What is job satisfaction, Organizational Behaviour and Human 
Performance, vol4, pp 309- 336
McClelland, D.C. (1967) Money as a motivator, Some research Insights, The Kingsley 
Quarterly, pp 10
New  Earnings Survey (2000), http://www.statistics.gov.uk
Opsahl, R.L. and Dunnette, M.D. (1966) The role o f financial compensation in industrial 
motivation, Psychological Bulletin, vol 66, no 2
Shapira, Z 1981 Making trade-offs between job attributes. Organizational Behavior and 
Human Performance 28 (3): 331-355
Tang, T.L.P. (1992) The meaning o f money revisited, Journal o f Organisational Behaviour, 
vol 13, pp 197- 202
Tang, T.L.P (1995) The development o f a short money ethic scale: attitudes towards money
and pay satisfaction revisited, Personality and Individual Differences, vol 19, no6, pp809- 
** Correlation is significant at 0.05 level 
* Correlation is significant at 0.01 level
257
U n i S
S. T h ozh u r
Appendix 8a: Questionnaire of the first preliminary study
fit© Seme© S©et@r
Questionnaire on Attitude towards Pay
Sumeetra. M. Thozhur Supervisors
PhD Researcher Prof. M.Riley
s . thozhur@surrev.ac.uk Dr.E.Szivas
A p p e n d ice s
258
S. T h o zh u r A p p e n d ice s
Part A
We would like to know your feelings towards money. Below, you will find twelve 
statements that we want you to consider and choose on a scale of one to five, where 
one means to disagree strongly and five means to agree strongly. Please answer all 
the questions.
1 2 3 
Dis Dis Neutral 
Agree Agree 
Strongly
4
Agree
5
Agree
Strongly
1. Money is a symbol o f success □ □ □ □ □
2. Money helps you to express your competence □ □ □ □ □
and abilities
3. Money represents one's achievements □ □ □ D □
4. I value money veiy highly □ □ □ □ □
5. Money makes people respect you in the community □ □ □ □ □
6. Money can give you the opportunity to be what □ □ □ □ □
you want to be
7. Money gives you autonomy and freedom □ □ □ □ □
8. Money is important □ □ □ □ □
9. I budget my money very well □ □ □ □ □
10. I use my money very carefully □ □ □ □ □
11. Money is the root o f  all evil □ □ □ □ □
12. Money is evil in itself □ □ □ D □
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Part B
We are interested to know how you feel towards different aspects of your pay. We 
would like you to look at all of the statements and choose on a scale of one to five, 
where one means very dissatisfied and five means very satisfied. P lease answer all the 
questions.
Very Di Neu Sat Very
Dis Sat tral tis Sat
Satis tisjied fie d tis
F ied fie d
1. My take home pay □ □ □ □ □
2. My total benefits package □ □ □ □ □
3. My most recent raise □ □ □ □ □
4. My supervisor’s influence on my pay □ □ □ □ □
5. The components that make up my pay □ D □ □ □
6. Amount the company pays towards my benefits □ □ □ □ □
7. The raises I have typically received in the past □ □ □ □ □
8. My company’s pay structure □ □ □ □ □
9. Information my company gives about pay issues 
o f concern to me
□ □ □ □ □
10. My pay in relation to similar jobs in the industry □ □ □ □ □
11. The value o f my fringe benefits □ □ □ □ □
12. My pay in relation to other jobs in the company □ □ □ □ □
13. The consistency o f the company’s pay policies □ □ □ □ □
14. My current salary □ □ □ □ □
15. The number o f fringe benefits I receive □ □ □ □ □
16. The way in which my raises are determined □ □ □ □ □
17. Differences in pay among jobs in the company □ □ □ □ □
18. The way in which my company administers pay D □ □ □ □
19. My pay in relation to competitor’s pay □ □ □ □ □
20. My fringe benefits in relation 
to competitor’s benefits
□ □ □ □ □
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Part C
We would like to know how you feel about your job. Tick the ONE option, which best
represents your feelings.
1. I am not considering quitting my present job □
2. I have been thinking about quitting the present job □
3. I have been evaluating the cost o f  quitting my job □
4. I have been actively looking for a new job □
5. I intend to quit □
6. I will quit my job within the next six months □
7.
Part D
This section is about yourself. Please answer all the questions.
1. Your gender: Male □ Female □
2. Your marital status: Single □ With Partner □
3. Your age: Below 25 □ 26- 35 □ 36-45 □ 46-55 □ 56-60 □ 61 or above □
4. Your education: Upto Secondary education □ Higher education □
5. Your job title: ________________
6. The nature o f your employment: Part-time □ Full-time □ Temporary □
7. How long have you been working for in this company? Years ________Months
8. How many different organisations have you worked for within the past three years 
(including the one you are working for now) ___________
Your Annual Income (Personal and before tax) Please tick ONE o f  the options
Below 15k □
15k- 25k □
26k- 35k □
36k- 45k □
46k- 50k □
Above 50k □
Do you receive overtime? Yes □ No □
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We would like to know how your pay is administered. Please tick the ONE option 
which best describes your situation
Piece rate pay □
Hourly pay □
Basic Pay □
Basic pay with annual bonus □
Basic pay with financial incentives □
Others □ please specify___________________
In addition to your basic pay, do you have any additional benefits: Yes □ No □ 
If yes, please specify
Thank you for taking the time and effort to complete this questionnaire. Your views 
are very important and contribute significantly towards our research.
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Questionnaire on Attitudes at Work 
Part A
We are interested to know how you feel towards different aspects of your pay 
(income before tax). We would like you to look at all of the statements and choose on 
a scale of one to five, where one means very dissatisfied and five means very 
satisfied.
R espondent n o :___________
iVery
Dis
satisfied
2
Dis
satisfied
3
Neutral
4
Satisfied
S
Very
Satisfied
1. My take home pay □ □ □ □ □
2. My total benefits package □ □ □ □ □
3. My most recent pay rise □ □ □ □ □
4. My supervisor’s influence on my pay □ □ □ □ □
5. The components o f my pay □ □ □ □ □
6. Amount the company pays towards □ □ □ □ □
benefits
7. The raises I have typically received in the past □ □ □ □ □
8. My company’s pay structure □ □ □ □ □
9. Information my company gives about pay □ □ □ □ □
issues o f  concern to me
10. My pay in relation to similar jobs in the industry □ □ □ □ □
11. The value o f my fringe benefits □ □ □ □ □
12. My pay in relation to other jobs in the company □ □ □ □ □
13. The consistencies o f  the company’s pay policies □ □ □ □ □
14. My current salary □ □ □ □ □
15. The number o f fringe benefits I receive □ □ □ □ □
16. The way in which my raises are determined □ □ □ □ □
17. Differences in pay among jobs in the company □ □ □ □ □
18. The way in which my company administers pay □ □ □ □ □
19. My pay in relation to competitor’s pay □ □ □ □ □
20. My fringe benefits in relation to competitor’s □ □ □ □ □
benefits
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Part B
We would like to know your feelings towards money. Below, there are twelve 
statements that we want you to consider and choose on a scale of one to five, where 
one means to disagree strongly and five means to agree strongly. Please 
answer all the questions.
iDis
agree
strongly
2Dis
agree
3
Neutral
4
Agree
5
Agree
strongly
1. Money is a symbol o f success □ □ □ □ □
2. Money helps you to express your competence 
and abilities
□ □ □ □ □
3. Money represents one’s achievements □ □ □ □ □
4. I value money very highly □ □ □ □ □
5. Money makes people respect you in the 
community
0 □ □ □ □
6. Money can give you the opportunity to be 
what you want to be
□ □ □ □ □
7. Money gives you autonomy and freedom □ □ □ □ □
8. Money is important □ □ □ □ □
9. I budget money very well □ □ □ □ □
10. I use my money very carefully □ □ □ □ □
11. Money is the root o f all evil □ □ □ □ □
12. Money is evil in itself □ □ □ □ □
PartC
We would like to know how you feel about your job, please tick the one option that 
best represents your feelings.
1. I am not considering quitting my present job □
2. I have been thinking about quitting my present job □
3. I have been evaluating the cost o f quitting my job □
4. I have been actively looking for a new job □
5. I intend to quit □
6. I will quit my job within the next six months □
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Interview  schedule 
Part D
Personal details
1. Gender Male
2. Age  _________
Below 21 □ 22-25  □
60 □ 61 or above □
3. Martial status
4. Do you have any children _____
5. Your educational qualification
6. What is your job title?_______
7. Are you Part time
Temporary
Direct
8. Is this your only job?
9. Do you have other jobs?
Female □
26- 35 □ 36-45 □ 46- 55 □ 55-
(Single □ With partner □) 
___________ (School, University, Vocational)
Full time □
Permanent □
Through agencyO
10. How many hours a week on average do you normally work in this job? (Do the hours 
vary- for example seasonally?)
11. What are your normal work hours in this job? (mornings, afternoons, evenings or nights, 
weekdays/ weekends)?
12. How many hours a week on average do you work in all? (including your other jobs?) 
(Does that vary through the year?)
2 6 6
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13. H ow  long have you  been  w orking for in th is place?
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14. How many different places have you worked in within the past three years? (Elaborate- 
which were the previous places, why did you quit, when?)
15. Are you a union member? Yes □ No □
16. Would you consider yourself to be religious by nature? Yes □ No □ 
Part E
1. What is your income in this job? ___________ (Weekly, monthly,
annually?) (Options, annual Below 15k, 15- 25 k, 26- 35k, 36- 45k, 46- 50k, Above 50k)
2. What is your overall income? (including other jobs) 
______________________________________(Weekly, monthly, annually?)
3. How much would you like to earn in a new job?
4. Do you receive overtime? Yes □ NoD
5. How many hours on average? (per w eek )____________________
6. Do you get overtime in your other jobs? (Elaborate)
7. How often do you get paid?
Weekly □ Fortnightly □ Monthly □ Other_______________________________
8. How do you get paid?
Piece rate □ Hourly □ Basic Pay □ Basic pay with annual bonus □
Basic pay with financial incentives □ Others ______________________________
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9. Do you receive any additional benefits besides your basic pay? Yes □ N o □
10. If yes, which o f these?
M onetary
Pay for evening/ weekend work ___________________________
Performance related pay ___________________________
Annual bonus ___________________________
Sick pay_______________________________________________________________________
Tips ___________________________
Contributory/ non-contributory pensions__________________________________________
Property allowance/ loans ___________________________
Medical insurance ___________________________
Car or travel benefits (car park, fuel allowance)________ ___________________________
Paid holidays ___________________________
Maternity/ paternity leave entitlement ___________________________
Contributions to childcare
Non-monetary
Any work related training 
Flexible times o f work 
Free uniforms and meals 
Staff discounts
Access to entertainment facilities 
Phone allowance 
Share or stock options 
Membership to clubs 
Others
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Appendix 9: Sample o f a transcript recording the interview schedule o f the second 
preliminary study
Respondent is a female Transcript for respondent number 28 - 20/02/2002
Researcher: Can we begin the interview?
Respondent- Yes
Researcher: I would like to begin by asking you some questions about yourself and your 
work, and then I would like you to fill a small questionnaire 
Respondent- Yes
Researcher: Can I ask you your age? Is it ok...............
Researcher-1 am 45 years old
Researcher- Are you single or married?
Respondent: I am divorced
Researcher- Do you have any children?
Respondent: Two from my first marriage, the eldest is 17 and the next 16. Jamie, my son is 7 
years old, he lives with his dad.
Researcher: What is your education level................ your qualification?
Respondent-1 dropped out when I was fifteen, at school
Researcher: What is your position? Like a job title?
Respondent-1 work at the ironing
Researcher: Are you full time or part time?
Respondent- Full time
Researcher: Is it a permanent job?
Respondent: Yes
Researcher: Is this your only job?
Respondent- No, I also work couple o f hours a week ironing clothes for an elderly gentleman. 
I also work as a cleaner in an office, that’s two hours a day, Monday to Friday in the 
evenings.
Researcher: How many hours a week on average do you work at the laundry?
Respondent: It is based on 40 hours a week plus some overtime. It is not always the same, 
sometimes we get more hours like Christmas time.
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Researcher: What are your normal work hours here?
Respondent-1 start at 8 in the morning and finish at 5 in the afternoon.
Researcher: So you work around 52 hrs a week on average?
Respondent- Let me see, 8 to 5 Monday to Friday here is 40hrs, and 10 hrs at the office, oh... 
the ironing is not fixed, Mr Harding sometimes does the ironing himself. N o 50 hours is what 
I normally do.
Researcher: How long have you been working for in this place?
Respondent- Let me see, it was after I got divorced that I moved here, a couple o f years after 
my second daughter was born, I think must be 14 years. I and Jane joined at the same time. 
CALLS OUT TO A FRIEND- ******* how long have I been here do you remember? 
*******- Hm................... fifteen years I think.
Researcher: Did you work anywhere else within the past three years?
Respondent- Let me see, yes, I was working at a fish and chip, really good pay. It was just
down the road and they wanted someone for Saturday mornings. I liked the job  it was
not hard like here.
Researcher: Is it ok to ask you why you left the job?
Respondent- Yea, I got bored in a few months. And the kids who came to the shop were 
horrible. Honestly, I just did not need the money to put up with that. I think I have got more 
time to be with Jamie when he comes on Sundays.
Researcher: Are you a union member?
Respondent- No we don’t have unions here.
Researcher- Are you religious by nature?
Respondent- Naah.
Researcher- Can I....Is it ok to ask your income? Just a rough average o f how much you get 
in this job?
Respondent- around £140 a week, but if do more then I get more.
Researcher- Can I ask you how much you get in all your jobs? I am sorry, it is just one o f the 
research questions.
Respondent- No.no. it is all right love. I think it come up to 200 pounds a week, and another 
15 pounds when I do the ironing.
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Researcher- If you were to go on to a new job, how much would you like to earn, let us say if 
it is your only job?
Respondent- You cant earn enough can you (laughs). No I would not like to change my job 
for more money. I like it here.
Researcher: Do you receive overtime?
Respondent- Yes
Researcher: How many weeks on average?
Respondent: Like I said it is more work at Christmas and Easter, but otherwise a few hours a 
week. But I don’t always want it as I have to go on to the office job, a change you know. 
Researcher: Do you get any overtime there?
Respondent: No
Researcher: How often do you get paid?
Respondent: Weekly
Researcher: How do you get paid?
Respondent: Sorry?
Researcher- Do you get paid based on the number o f  hours or piece rate...............
Respondent: oh it is piece rate
Researcher: Do you get any benefits?
Respondent: No
Researcher: Can I go through a list o f  incentives give at work just to see if  there is something 
I might have missed?
Respondent- Go ahead
Researcher: Do you get.....................
Annual bonus- No  
Sick pay- Yes 
Pension o f any sort- No
Medical insurance or any sort o f health care- no 
Holiday- Yes
Maternity leave- Yes, I got some days paid when Jamie was bom 
Free uniforms meals- We get uniforms, but no meals 
Staff discounts- Yes
Thank you so much for answering these questions. Can you please fill this questionnaire, 1 
will explain what it means in a moment.............................
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Questionnaire o f main study
UniS
Appendix 10
School of Management Studies
E m p l o y m e n t  s u r v e y
PhD Researcher 
Sumeetra. M. Thozhur 
s.thozhur@surrev.ac.uk 
01483- 876378
Supervisors 
Prof. M. Riley 
Dr. E. Szivas
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Part A- Your job
We would like you to tell us some things about your main job. We would be grateful if 
you could answer all the questions.
1. Can you tell us what you do in this job?__________________________________________
2. How long for have you been working for in this job?__________________________________
3. This job is (Please tick one) your main job □ not your main job □
4. Do you work in this job (Please tick one) full time □ part time □
5. How many hours a week do you work in this job? (excluding overtime)_________________
6. Do you do any overtime in this job2(Please tick one) Yes □ No □
7. If you said yes to Question 6, can you tell us how many hours a week do you normally do 
overtime in this job?
8. Can you tell us your normal work times in this job?___________________________________
9. Also, the days o f the week that you usually work in this job?
10. Do you ever in this job work Saturdays □ Sundays □ Nights □
11. How long does it take for you to get to this job?_____________________________________
12. On the whole, how satisfied or dissatisfied are you with this job? (Please tick one) 
Extremely satisfied □ Satisfied □ Neutral □
Dissatisfied □ Extremely dissatisfied □
13. Could you tell us the main reasons for staying in this job? __________________________
14. Have you ever thought o f  leaving this job? (Please tick one)
Yes □ N o 0 (If no, go to 17)
15. Are you doing anything about it? (Please tick one)
Yes, I am actively searching □ No □ (If no, go to 16)
16. If you said yes, what would you say makes you look for a new job?
17. Could you tell us how you would define a better job for yourself?
18. Based on your description o f a better job, can you tell whether such a job is available to 
you in the market? (Please tick one) Yes □ No □
19. If you decided to have a go and look for a better job, how would you rate your chances? 
Please tick only one option.
□ I will not be able to find a better job
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□  I  w i l l  f i n d  i t  e x t r e m e l y  d i f f i c u l t  t o  f i n d  a  b e t t e r  j o b
□  I  w i l l  f i n d  a  b e t t e r  j o b  i f  I  s e a r c h
□  I  c a n  g e t  a  b e t t e r  j o b  t o m o r r o w  i f  I  w a n t
20. I f  y o u  f e e l  t h a t  y o u  w i l l  n o t  b e  a b l e  t o  g e t  a  b e t t e r  j o b  o r  w i l l  f i n d  i t  e x t r e m e l y  d i f f i c u l t  t o  
f i n d  a  b e t t e r  j o b  i f  y o u  w a n t e d  t o ,  w h y  d o  y o u  t h i n k  s o ?  P l e a s e  t i c k  o n l y  o n e  o p t i o n
□  I  d o n ’ t  h a v e  t h e  n e c e s s a r y  e d u c a t i o n a l  q u a l i f i c a t i o n s
□  I  d o n ’ t  h a v e  t h e  r e q u i r e d  e x p e r i e n c e
□  I  c a n n o t  m e e t  t h e  r e q u i r e m e n t s  d u e  t o  f a m i l y  c o m m i t m e n t s
□  I  a m  t o o  o l d
□  I  a m  t o o  y o u n g
□  I  d o n ’ t  h a v e  t h e  t i m e  t o  l o o k  f o r  a  b e t t e r  j o b
□  I  d o n ’ t  k n o w  w h e r e  t o  l o o k  f o r  s u c h  j o b s
□  I  c a n ’ t  b e  b o t h e r e d  t o  c h a n g e  j o b s
□  O t h e r  ( P l e a s e  e x p l a i n ) _________________________________________________________________________________________
21. I f  y o u  d o  g e t  a  n e w  j o b ,  h o w  m u c h  w o u l d  y o u  l i k e  t o  e a r n  w e e k l y  ( b e f o r e  t a x ) ?
2 2 .  H o w  m a n y  j o b s  d i d  y o u  h a v e  w i t h i n  t h e  p a s t  3  y e a r s ?  ( e x c l u d i n g  t h i s  j o b ) ____________________
2 3 .  A n d ,  w h a t  w a s  t h e  m a i n  r e a s o n  f o r  l e a v i n g  y o u r  l a s t  j o b ?
2 4 .  L o o k i n g  b a c k ,  c a n  y o u  t e l l  u s  w h a t  s o r t  o f  j o b s  d i d  y o u  h a v e  i n  t h e  p a s t ?  P l e a s e  d e s c r i b e  
y o u r  l a s t  f i v e  j o b s . ________________________________________________________________________________________________
2 5 .  I n  t h i s  j o b  h o w  o f t e n  d o  y o u  g e t  p a i d ?  ( P l e a s e  t i c k  o n e )
W e e k l y  □  F o r t n i g h t l y  □  M o n t h l y  □  O t h e r ______________
2 6 .  C a n  y o u  t e l l  u s  h o w  y o u  a r e  p a i d  i n  t h i s  j o b ?  ( P l e a s e  t i c k  o n e )
B y  p i e c e  □  H o u r l y  □  B a s i c  P a y  □  O t h e r s ______________
2 7 .  C a n  y o u  t e l l  u s  y o u r  w e e k l y  e a r n i n g s  ( b e f o r e  t a x )  i n  t h i s  i o b ?  ( P l e a s e  t i c k  o n e )
B e l o w  £ 5 0  □ £ 5 0 - £ 1 0 0  □ £ 1 0 0 - £ 1 5 0  □  £ 1 5 0 - £ 2 0 0  □
£ 2 0 0 - £ 2 5 0  □ £ 2 5 0 - £ 3 0 0  □ A b o v e  £ 3 0 0  □
O r
C a n  y o u  t e l l  u s  h o w  m u c h  y o u  g e t  p a i d  p e r  h o u r ?
2 8 .  P l e a s e  t i c k  a n y  t h e  b e n e f i t s  t h a t  y o u  g e t  i n  t h i s  j o b  
□  A n n u a l  b o n u s □  M e d i c a l  i n s u r a n c e
□  C o n t r i b u t o r y /  n o n - c o n t r i b u t o r y  p e n s i o n s □  S i c k  p a y
□  F l e x i b l e  t i m e s  o f  w o r k□  P r o p e r t y  a l l o w a n c e /  l o a n s
□  C a r  o r  t r a v e l  b e n e f i t s  ( c a r  p a r k ,  f u e l  a l l o w a n c e ) □  C o n t r i b u t i o n s  t o  c h i l d c a r e
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□  F r e e  u n i f o r m s  □  F r e e  m e a l s  o n  d u t y
□  S t a f f  d i s c o u n t s
O t h e r  ( P l e a s e  s p e c i f y ) ___________________________________________________________________________________________
2 9 .  A r e  y o u  a  u n i o n  m e m b e r ?  Y e s  □  N o  □
3 0 .  I f  y e s ,  y o u  a r e  a  u n i o n  m e m b e r ,  c a n  y o u  t e l l  u s  w h e t h e r  t h e  t r a d e  u n i o n  i s  r e c o g n i s e d  i n
y o u r  w o r k p l a c e ?  Y e s  □  N o  □
3 1 .  L o o k i n g  a t  y o u r  p a y  i n  t h i s  j o b ,  c a n  y o u  t e l l  u s  w h e t h e r  y o u r  p a y  c o m p a r e s  a b o v e  o r
b e l o w  t o  o t h e r s  a n d  o t h e r  j o b s  ( P l e a s e  t i c k  o n e  f o r  e a c h  s t a t e m e n t )
A b o v e T h e  s a m e B e l o w
1 . M y  p a y  i n  c o m p a r i s o n  t o  t h e  p a y  o f  □ □ □
f a m i l y  a n d  f r i e n d s
2 .  M y  p a y  i n  c o m p a r i s o n  t o  m y  f i n a n c i a l  n e e d s  □ □ □
3 .  M y  p a y  w h e n  c o m p a r e d  t o  m y  p a y  i n  p r e v i o u s  j o b s  □ □ □
4 .  M y  p a y  i n  r e l a t i o n  t o  o t h e r  j o b s  w i t h i n  t h e  c o m p a n y  □ □ □
5 .  M y  p a y  i n  r e l a t i o n  t o  s i m i l a r  j o b s  i n  t h e  i n d u s t r y  □ □ □
Part B- Your other jobs
1 . D o  y o u  h a v e  m o r e  t h a n  t h i s  o n e  j o b ?  ( P l e a s e  t i c k  o n e ) Y e s  □  N o  □  ( I f  n o .  20 t o  P a r t  C )
2 .  I f  y e s ,  c a n  y o u  t e l l  u s  h o w  m a n y  j o b s  y o u  h a v e  i n  t o t a l ? ______________________________________________
3 .  C a n  y o u  g i v e  u s  s o m e  d e t a i l s  a b o u t  t h e s e  o t h e r  j o b s ?
4 .  I n  t h e s e  o t h e r  j o b s ,  w h i c h  d a y s  o f  t h e  w e e k  d o  y o u  n o r m a l l y  w o r k ?
5 .  A n d  t h e  n u m b e r  o f  h o u r s  t h a t  y o u  f o r  t h e s e  o t h e r  j o b s  a r e : ____________
6 . C a n  y o u  t e l l  u s  y o u r  w e e k l y  i n c o m e  ( b e f o r e  t a x )  i n  y o u r  o t h e r  j o b s ?
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P a r tC
W e w ould like to know  your fe e lin g s  tow ards m oney. B elow , there are tw elve  
sta te m e n ts  that w e  w ant you to co n sid er  and to w hat ex ten t you a g r e e  or d isa g ree  
with th e  following. P le a s e  a n s w e r  all th e  q u e s tio n s .
i
D is
agree
strongly
2
Dis
agree
3
Neutral
4
Agree
5
Agree
strongly
1 . M o n e y  i s  a  s y m b o l  o f  s u c c e s s □ □ □ □ □
2 . M o n e y  h e l p s  y o u  t o  e x p r e s s  y o u r  c o m p e t e n c e □ □ □ □ □
a n d  a b i l i t i e s
3 . M o n e y  r e p r e s e n t s  o n e ’ s  a c h i e v e m e n t s □ □ □ □ □
4 .1  v a l u e  m o n e y  v e i y  h i g h l y □ □ □ □ □
5 . M o n e y  m a k e s  p e o p l e  r e s p e c t  y o u  i n  t h e □ □ □ □ □
c o m m u n i t y
6. M o n e y  c a n  g i v e  y o u  t h e  o p p o r t u n i t y  t o  b e □ □ □ □ □
w h a t  y o u  w a n t  t o  b e
7 . M o n e y  g i v e s  y o u  a u t o n o m y  a n d  f r e e d o m □ □ □ □ □
8.M o n e y  i s  im p o r t a n t □ □ □ □ □
9 .1  b u d g e t  m o n e y  v e r y  w e l l □ □ □ □ □
10.1 u s e  m y  m o n e y  v e r y  c a r e f u l l y □ 0 □ □ □
1 1  . M o n e y  i s  t h e  r o o t  o f  a l l  e v i l □ □ □ □ □
1 2 . M o n e y  i s  e v i l  i n  i t s e l f □ □ □ □ □
2 7 6
S. Thozhur Appendices
Part D
A bout yourself 
This sec tio n  is about yourself. P le a s e  a n sw er  all th e q u estio n s. (P le a s e  tick on e)
1 . A r e  y o u  M a l e  0  F e m a l e  □
2 .  Y o u r  a g e  i s  B e l o w  2 1  □  2 2 - 2 5  0  2 6 - 3 5  □
3 6 -  4 5  □  4 6 -  5 5  □  5 5 -  6 0  □  6 1  o r  a b o v e  □
3 .  A r e  y o u  c u r r e n t l y  S i n g l e  □  M a r r i e d  o r  w i t h  p a r t n e r  □
4 .  A t  p r e s e n t ,  c a n  y o u  t e l l  u s  h o w  m a n y  d e p e n d a n t s  y o u  h a v e  i n  y o u r  h o u s e h o l d ?
5 .  A r e  y o u  t h e  m a i n  e a r n e r  i n  y o u r  h o u s e h o l d ?  Y e s  □  N o  □
6. H o w  m a n y  p e o p l e  a r e  c u r r e n t l y  w o r k i n g  i n  y o u r  h o u s e h o l d ? _______________________________________
7 .  W h a t  i s  y o u r  h i g h e s t  e d u c a t i o n ?  S c h o o l  □  C o l l e g e  □
U n i v e r s i t y  □  O t h e r s ______________________________________________________________________________________
8. C a n  y o u  t e l l  u s  w h e r e  y o u  c o m e  f r o m ? ____________________________________________________________________
9 .  I n  t o t a l  ( i n c l u d i n g  a l l  y o u r  j o b s )  c a n  y o u  t e l l  u s  h o w  m a n y  h o u r s  a  w e e k  d o  y o u  u s u a l l y
w o r k ? __________________________________________________
1 0 .  C a n  y o u  t e l l  u s  y o u r  p e r s o n a l  e a r n i n g s  e a c h  w e e k  f r o m  a l l  y o u r  j o b s ? ___________________________
1 1 .  I n  l o o k i n g  a t  y o u r  p e r s o n a l  e a r n i n g s  o v e r  t h e  w e e k ,  c a n  y o u  t e l l  u s  h o w  s a t i s f i e d  o r
d i s s a t i s f i e d  y o u  a r e  w i t h  t h e m ?  ( P l e a s e  t i c k  o n e )
E x t r e m e l y  s a t i s f i e d  □  S a t i s f i e d  □  N e u t r a l  0
D i s s a t i s f i e d  □  E x t r e m e l y  d i s s a t i s f i e d  □
1 2 .  I n c l u d i n g  t h e  e a r n i n g s  o f  a l l  y o u r  h o u s e h o l d  m e m b e r s ,  c a n  y o u  t e l l  u s  y o u r  t o t a l  
h o u s e h o l d  i n c o m e  p e r  w e e k ? __________________________________________________________________________________
P l e a s e  r e t u r n  t h e  c o m p l e t e d  q u e s t i o n n a i r e  i n  t h e  f r e e p o s t  e n v e l o p e  p r o v i d e d  t o  
S u m e e t r a  T h o z h u i ]
1 1 1 1 1 0 4
S c h o o l  o f  M a n a g e m e n t / U n i v e r s i t y  o f j S u r r e y  
G u i l d f o r d ,  G U 2  7 X F |
T h a n k  y o u  f o r  t a k i n g  t h e  t i m e  a n d  e f f o r t  t o  c o m p l e t e  t h i s  q u e s t i o n n a i r e .  Y o u r  v i e w s  a r e  v e r y  
i m p o r t a n t  a n d  c o n t r i b u t e  s i g n i f i c a n t l y  t o w a r d s  o u r  r e s e a r c h .
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A p p e n d i x  1 1 :  L e t t e r  e m a i l e d  t o  t h e  d i f f e r e n t  o r g a n i s a t i o n s  r e q u e s t i n g  i n f o r m a t i o n  o n  
a c c e s s i n g  l o w  p a y  d a t a
D e a r  S i r /  M a d a m ,
I  a m  a  r e s e a r c h  s t u d e n t  w i t h  t h e  S c h o o l  o f  M a n a g e m e n t ,  U n i v e r s i t y  o f  S u r r e y .  I  a m  s t u d y i n g  
t h e  a t t i t u d e s  o f  l o w  p a i d  w o r k e r s  i n  t h e  S o u t h  E a s t .  B y  a n a l y s i n g  t h e  a t t i t u d e s  o f  l o w  p a i d  
w o r k e r s  I  a i m  t o  p r o v i d e  s o m e  e x p l a n a t i o n s  a s  t o  w h y  p e o p l e  s t a y  i n  l o w  p a i d  j o b s ,  w h i c h  
c o u l d  h e l p  i n  i m p r o v i n g  t h e  p o s i t i o n  o f  l o w  p a i d  w o r k e r s  i n  g e n e r a l .  F o r  t h i s  p u r p o s e ,  I  w o u l d  
l i k e  t o  d i s t r i b u t e  s o m e  q u e s t i o n n a i r e s  t o  l o w  p a i d  w o r k e r s  i n  t h e  S o u t h  E a s t .  A l t e r n a t i v e l y ,  i f  
t h e r e  a r e  c o n f i d e n t i a l i t y  r e a s o n s ,  I  c o u l d  f o r w a r d  t h e  q u e s t i o n n a i r e s  t o  b e  d i s t r i b u t e d  b y  
y o u r s e l f .  I  w o u l d  r e a l l y  a p p r e c i a t e  y o u r  h e l p  w i t h  m y  r e s e a r c h .  I  c a n  g i v e  t h e  r e s u l t s  o f  m y  
r e s e a r c h  a t  t h e  e n d  o f  m y  s t u d y .
M a n y  t h a n k s  
B e s t  r e g a r d s  
S u m e e t r a .  M .  T h o z h u r
A p p e n d i x  1 2 :  L e t t e r  a c c o m p a n y i n g  p o s t a l  q u e s t i o n n a i r e s  s e n t  t o  T G W U  a n d  T U C
D e a r  S i r /  m a d a m ,
I  a m  w r i t i n g  t o  s e e k  y o u r  a s s i s t a n c e  w i t h  a n  a c a d e m i c  r e s e a r c h  p r o j e c t  a t  t h e  U n i v e r s i t y  o f  
S u r r e y .  I  a m  r e s e a r c h i n g  i n t o  a s p e c t s  o f  p a y  o p p o r t u n i t i e s  a n d  m o n e y  a t t i t u d e s  o f  w o r k e r s  i n  
t h e  U . K .  T h e  s t u d y  i s  f o r  a c a d e m i c  p u r p o s e s  a n d  c o n f i d e n t i a l i t y  o f  t h e  d a t a  i s  g u a r a n t e e d .  I  
w o u l d  a p p r e c i a t e  i f  t h e  a t t a c h e d  q u e s t i o n n a i r e  i s  c o m p l e t e d  b y  y o u r s e l f  a n d  r e t u r n e d  i n  t h e  
f r e e p o s t  e n v e l o p e  p r o v i d e d .  Y o u r  h e l p  w i t h  t h i s  s t u d y  i s  s i n c e r e l y  a p p r e c i a t e d
B e s t  r e g a r d s
S u m e e t r a  T h o z h u r  
R e s e a r c h  s t u d e n t  
S c h o o l  o f  M a n a g e m e n t  
U n i v e r s i t y  o f  S u r r e y  
G U 2  7 X H
E m a i l :  s , t h o z h u r @ . s u r r e v . a c . u k
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A p p e n d ix  1 3 :  E c o n o m ic  a c t iv i t y  b y  a g e
( i n  t h o u s a n d s )
A g e  g r o u p l A l l M i l o
A l l  a g e d  1 6 + 2 9 , 6 3 4 1 6 , 4 0 6 1 3 , 2 2 8
1 6 -  5 9 / 6 4 2 8 , 8 1 2 1 6 , 1 3 6 1 2 , 6 7 5
1 6 - 1 7 8 1 0 4 1 5 3 9 5
1 8 -  2 4 3 , 7 4 3 2 , 0 3 1 1 , 7 1 1
2 5 -  3 4 7 , 2 0 4 4 , 0 6 4 3 , 1 4 0
3 5 -  4 9 1 0 . 9 1 0 5 , 9 3 7 4 , 9 7 3
5 0 -  6 4  ( M a l e )  
5 0 -  5 9  
( F e m a l e )
6 , 1 4 5 3 , 6 8 8 2 , 4 5 7
6 5 +  ( M a l e )  
6 0 + ( F e m a l e )
8 2 2 2 6 9 5 5 3
S o u r c e  O f f i c e  f o r  N a t i o n a l  S t a t i s t i c s ,  2 0 0 1
2 7 9
T
e
n
u
r
e
 
d
is
t
r
ib
u
t
io
n
 
o
f 
s
a
m
p
le
sjuspuodsej jo on
28
0
A
p
p
e
n
d
ix
 
1
5
: 
S
t
a
n
d
a
r
d
 
I
n
d
u
s
t
r
ia
l 
C
la
s
s
if
ic
a
t
io
n
OOCN
$
a
C/3
P h
u
£
d
.2
td
o2 §
u21+
o
3
a
• |
Z
d
o
<Doocd
u
3
d
o
ea
o2
3
u
2
oOh3cd
<&
£
£ §
§2
U
Wco
ffi
co
o
oCN
§CO
*3
d
.2
cd
£C-4
o
03
o
m
o
CO03
203
>03JO
T3
§
C3
*§
2
CL
-T3
O
*8
q-<
0  
00 
c
1d
o
d
03
rd
o
O
03
C
.2
o
2
do
o
o03Oh
CA
S
^d ,
03
13 2 
• rM
Cd
CN
>r>
s
a*00
£03
c
2
03
c
.2'■+->
o
a
d
o(3
0300
If2
13
o
o
£3
3
03
c a03 3
0  T1 ■ i »i i00 +3
• -  83  ^
O J303 c/3
Oh 2
O
o
T 3
O
O
T3
d
.2
td
o• *"H
d
d
2
S
o
o
T3
03
a*
2o
o-
H
O  O  CO 'O
8
a»T—^03
1
W)
d
‘ 903
i
4
d
T f
f -
d
.2
Id
I
W
o00
3
sS
203
00
. 3
T3
.fcj3
JO
03
'B
O
m CO 
OO Ch
g
T3H—H
oJ303
c/3doJO
3
• c
P h
•oCh
A
p
p
e
n
d
ix
 
1
6
a
:
 
E
a
r
n
in
g
s
 
d
is
t
r
ib
u
t
io
n
 
o
f 
th
e
 
s
a
m
p
le
O
s;uepuods0j jo jeqiunN
28
2
S.Thozhur Appendices
A p p e n d i x  1 6 b :  T e s t s  o f  n o r m a l i t y  f o r  e a r n i n g s  d i s t r i b u t i o n  
1  N o r m a l  Q - Q  p l o t s  o f  e a r n i n g s  f r o m  a l l  j o b s
Observed Value
2  H i s t o g r a m  o f  e a r n i n g s  f r o m  a l l  j o b s
40
ur personal earnings from all jobs
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A p p e n d ix  1 7 : A v e r a g e  w o r k in g  w e e k  in  E u r o p e a n  c o u n t r i e s
Average working hours week*
U K :  “ ........... - 4 3 . 6
G r e e c e : 4 0 . 8
S p a i n : 4 0 . 6
P o r t u g a l : 4 0 . 6
A u s t r i a : 4 0 . 2
S w e d e n : 4 0 . 1
G e r m a n y : 4 0 . 1
I r e l a n d : 4 0
L u x e m b o u r g : 3 9 . 7
F r a n c e : 3 9 . 6
F i n l a n d : 3 9 . 3
N e t h e r l a n d s : 3 9
D e n m a r k  : 3 8 . 9
I t a ly : 3 8 . 5
B e l g i u m : 3 8 . 4
S o u r c e :  B B C  n e w s  2 9 n  A p r i l  2 0 0 2
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1 N o r m a l  Q - Q  P l o t  o f  t o t a l  h o u r s  w o r k e d  p e r  w e e k
Normal Q-Q Plot of ur total hours of work per week
A p p e n d ix  1 8 b : T e s t s  o f  n o r m a l it y  f o r  h o u r s  d is t r ib u t io n  o f  th e  s a m p le
1 
Q .
2  H i s t o g r a m  o f  t h e  h o u r s  d i s t r i b u t i o n  o f  t h e  s a m p l e
ur to ta l h o u r s  o f  w ork  p e r  w e e k
70
 ^ 10
cr
0
LL 0
Std. Dev = 9.73 
Mean = 51.9 
; N = 267.00
30.0 40.0 50.0 60.0 70.0 80.0
35.0 45.0 55.0 65.0 75.0
ur total hours of work per week
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A p p e n d ix  19: C u m u la t iv e  E f f o r t  v s  P a y  p e r  H o u r
0 20 40 60 80 100
Currulitive hours
A p p e n d i x  2 0 :  C u m u l a t i v e  e f f o r t  v s  m e a n  p a y  p e r  h o u r  f o r  t h o s e  w h o  a r e  s e a r c h i n g  a n d  
t h o s e  w h o  a r e  n o t  s e a r c h i n g
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G L O S S A R Y
A c c e p t a n c e -  A c c e p t a n c e  c a n  b e  d e f i n e d  a s  t h e  a c t  o f  a g r e e i n g  t o  t h e  t e r m s  o f  a n  o f f e r .  
A c c e p t a n c e  i s  i n  a  s e n s e  a c k n o w l e d g i n g  h o w  t h i n g s  a r e  w i t h o u t  j u d g e m e n t ,  n e g a t i v i t y ,  a n g e r  o r  
b l a m e  ( R u s s e l l ,  w w w . i n n s e r s e l f . c o m ) . F o r  t h e  p u r p o s e  o f  t h i s  s t u d y  t h e  w o r k i n g  d e f i n i t i o n  o f  
a c c e p t a n c e  i s  t h e  a c t  o f  t a k i n g  a  s o m e t h i n g  t h a t  i s  o f f e r e d .  T h e  c o n c e p t  d o e s  n o t  c o n c e r n  i t s e l f  
w i t h  t h e  r e a s o n s  b e h i n d  a g r e e i n g  t o  a c c e p t  a n  o f f e r .
A c c e p t a n c e  o f  l o w  p a i d  j o b s -  A s  a c c e p t a n c e  i s  t h e  a c t  o f  t a k i n g  s o m e t h i n g  t h a t  i s  o f f e r e d ,  
a c c e p t a n c e  o f  l o w  p a i d  j o b s  i s  s e e n  t h r o u g h  s t a y i n g  i n  t h e  j o b  a n d  n o t  s e a r c h i n g  f o r  a  b e t t e r  j o b
B e t t e r  j o b -  B e t t e r  j o b  i s  a s  d e f i n e d  b y  t h e  r e s p o n d e n t .  A l t h o u g h  t h e r e  a r e  n u m e r o u s  m o n e t a r y  
a n d  n o n  m o n e t a r y  i n c e n t i v e s  t h a t  c a n  m a k e  a  j o b  b e t t e r ,  a t  t h e  e n d  o f  t h e  d a y  o n l y  t h o s e  a s p e c t s  
c o n s i d e r e d  im p o r t a n t  b y  a n  i n d i v i d u a l  w i l l  b e  t a k e n  i n t o  c o n s i d e r a t i o n  b y  t h e m  i n  t h e i r  d e c i s i o n  t o  
s t a y  o r  s e a r c h  f o r  a n o t h e r  j o b .  T h e r e f o r e ,  b e t t e r  j o b  f o r  t h e  p u r p o s e  o f  t h i s  s t u d y  i s  w h a t  t h e  
r e s p o n d e n t  w a n t s  i t  t o  b e .  I n  o r d e r  t o  r e d u c e  b i a s  t h e  q u e s t i o n  w a s  a s k e d  i n  a n  o p e n  e n d e d  f o r m a t .
C l a s s i f i c a t i o n  o f  j o b s -  I n  t h e  U . K .  j o b s  a r e  c l a s s i f i e d  b y  t h e  S t a n d a r d  I n d u s t r i a l  C l a s s i f i c a t i o n .  
T h e  q u e s t i o n n a i r e  a s k e d  t h e  r e s p o n d e n t s  t o  w r i t e  t h e i r  j o b  t i t l e .  B a s e d  o n  t h e  r e s p o n s e s  t h e  j o b  
t y p e s  w e r e  i d e n t i f i e d  a n d  t h e  a n s w e r s  g r o u p e d  i n t o  t h e  r e l e v a n t  c a t e g o r i e s .
E m p l o y e e -  E m p l o y e e "  m e a n s  a n  i n d i v i d u a l  w h o  h a s  e n t e r e d  i n t o  o r  w o r k s  u n d e r  o r  ( e x c e p t  
w h e r e  a  p r o v i s i o n  o f  t h e s e  R e g u l a t i o n s  o t h e r w i s e  r e q u i r e s )  w h e r e  t h e  e m p l o y m e n t  h a s  c e a s e d ,  
w o r k e d  u n d e r  a  c o n t r a c t  o f  e m p l o y m e n t  ( a s  d e f i n e d  b y  t h e  D e p a r t m e n t  o f  T r a d e  a n d  I n d u s t r y ,  
D T I )
E x t e n s i o n  o f  l a b o u r  s u p p l y /  e x t e n d e d  h o u r s -  T h e  h o u r s  w h i c h  f a l l  b e y o n d  t h e  n o r m a l  
c o n t r a c t u a l  h o u r s  o f  w o r k  i n  t h e  m a i n  j o b  f o r  a  f u l l  t i m e  e m p l o y e e  f o r  e a c h  w e e k .  I t  i s  m e a s u r e d  
i n  t h e  f o r m  o f  e i t h e r  o v e r t im e  i n  t h e  m a i n  j o b  o r  n u m b e r  o f  h o u r s  w o r k e d  i n  o t h e r  j o b s .
F r i n g e  B e n e f i t s -  N o n - s a l a r y  e m p l o y e e  c o m p e n s a t i o n .  T h e  O N S  i d e n t i f i e d  k e y  f r i n g e  b e n e f i t s  
r e c e i v e d  b y  e m p l o y e e s  i n  U . K .  a s  c o m p a n y  c a r ,  f r e e  f u e l ,  o r  p r i v a t e  m e d i c a l  i n s u r a n c e ,  f r e e  o r  
s u b s i d i s e d  m e d i c a l  i n s u r a n c e ,  s h a r e s  o r  s h a r e  o p t i o n ,  f r e e  o r  s u b s i d i s e d  g o o d s ,  m i l e a g e  
a l l o w a n c e s ,  r e f u n d s  o f  m o t o r i n g  e x p e n s e s ,  l u n c h e o n  v o u c h e r s ,  r e f u n d s  o f  h o u s e h o l d  e x p e n d i t u r e ,  
p a y m e n t  o f  s c h o o l  f e e s ,  c h i l d c a r e  p r o v i s i o n s / v o u c h e r s ,  f r e e  o r  s u b s i d i s e d  m e a l s / c a n t e e n ,  s i c k  p a y ,  
u n i f o r m s ,  f l e x i b l e  t im e s  o f  w o r k  w e r e  i d e n t i f i e d  i n  a d d i t i o n  i n  t h e  s e c o n d  p r e l i m i n a r y  s t u d y
289
S. Thozhur Glossary
F u l l  t i m e  w o r k e r -  I n  t h e  U . K . ,  a  f u l l  t i m e  w o r k e r  i s  o n e  w h o  w o r k s  m o r e  t h a n  3 0  h o u r s  a  w e e k  
i n  a  s i n g l e  j o b ,  i n  t h e  c a s e  o f  t h i s  r e s e a r c h  a n  i n d i v i d u a l  w h o  w o r k s  3 0  h o u r s  o r  m o r e  i n  t h e i r  
m a i n  j o b .
L o w  p a y -  T h e r e  a r e  m a n y  w a y s  o f  d e f i n i n g  l o w  p a y  a s  d i s c u s s e d  i n  t h e  r e s e a r c h  ( C h a p t e r  2 ) ,  
w i t h  r e s e a r c h e r s  o f t e n  c h o o s i n g  d e f i n i t i o n s  b a s e d  o n  t h e  r e q u i r e m e n t s  o f  t h e i r  s t u d y .  T h i s  
r e s e a r c h  h a s  o p t e d  t o  u s e  t h e  N M W C  d e f i n i t i o n  o f  l o w  p a y .  T h e r e f o r e  t h o s e  i n d i v i d u a l s  w h o  f a l l  
b e l o w  t h e  t h r e s h o l d s  o f  m i n i m u m  w a g e  r a t e s  a s  s h o w n  i n  A p p e n d i x  1 a r e  c o n s i d e r e d  t o  b e  l o w  
p a i d .
L o w  p a i d  j o b s —  A l l  t h e  o c c u p a t i o n s  i d e n t i f i e d  a s  l o w  p a i d  b y  t h e  f i r s t  r e p o r t  o f  t h e  N a t i o n a l  
M i n i m u m  W a g e  C o m m i s s i o n  ( 1 9 9 8 )  a s  s h o w n  i n  A p p e n d i x  2  a r e  c o n s i d e r e d  t o  b e  l o w  p a i d .  T h i s  
d e f i n i t i o n  o f  l o w  p a i d  j o b s  w a s  u s e d  i n  i d e n t i f y i n g  a n d  c h o o s i n g  t h e  s a m p l e  f o r  t h e  s t u d y .
M a i n  j o b -  M a i n  j o b  i s  t h a t  j o b  w h i c h  i s  s e l f  d e f i n e d  b y  t h e  i n d i v i d u a l  i f  t h e y  w o r k  i n  m o r e  t h a n  
o n e  j o b .  A d d i t i o n a l l y  a s  t h e  s t u d y  h a s  n o t  l o o k e d  a t  p a r t  t i m e  w o r k e r s ,  o n l y  t h o s e  r e s p o n d e n t s  
w e r e  c h o s e n  w h o  w o r k  m o r e  t h a n  t h i r t y  h o u r s  i n  t h e i r  m a i n  j o b .
O t h e r  j o b s -  C a r r y i n g  o n  f r o m  t h e  c o n c e p t  o f  m a i n  j o b ,  o t h e r  j o b s  a r e  a l l  t h e  a d d i t i o n a l  j o b s  h e l d  
b y  t h e  r e s p o n d e n t s  e x c e p t  t h e  m a i n  j o b .
P a r t  t i m e  h o u r s -  I n  t h e  U n i t e d  K i n g d o m ,  a  p e r s o n  h a s  t o  w o r k  l e s s  t h a n  3 0  h o u r s  a  w e e k  i n  a  
s i n g l e  j o b  t o  b e  c o n s i d e r e d  p a r t  t im e .  T h i s  s t u d y  h a s  c h o s e n  t o  l o o k  a t  o n l y  t h o s e  w h o  a r e  i n  f u l l  
t i m e  e m p l o y m e n t .
P A Y E -  P A Y E  i s  t h e  s y s t e m  b y  w h i c h  t h e  t a x  m a n  c o l l e c t s  r e v e n u e  f r o m  p e o p l e  w h o  a r e  
e m p l o y e d ,  i . e .  w o r k i n g  f o r  a n  o r g a n i s a t i o n  w h i c h  p a y s  t h e m  a  s a l a r y .  T h e  i n c o m e  t a x  d u e  i s  
d e d u c t e d  a t  s o u r c e  f o r  f o r w a r d i n g  t o  t h e  I n l a n d  R e v e n u e .
P e r c e i v e d  o p p o r t u n i t y -  I t  i s  t h e  p e r c e p t i o n  o f  e m p l o y m e n t  o p p o r t u n i t i e s  a v a i l a b l e  t o  a n  
i n d i v i d u a l  i n  t h e  j o b  m a r k e t .  P e r c e i v e d  o p p o r t u n i t i e s  i n c l u d e s  t h o s e  j o b s  t h a t  a n  i n d i v i d u a l  f e e l s  
t h e y  c a n  g e t  a s  a g a i n s t  a l l  t h e  j o b s  t h a t  t h e y  t h i n k  a r e  a v a i l a b l e  i n  t h e  m a r k e t .  A l s o  i t  i s  s e n s i t i v e  
t o  e a c h  i n d i v i d u a l  a n d  t h u s  c o u l d  b e  a  j o b  i n  t h e  s a m e  j o b  c a t e g o r y  h e l d  b y  t h e  i n d i v i d u a l  o r  a n y  
o t h e r  t y p e  o f  j o b  t h a t  t h e y  a r e  i n t e r e s t e d  in .
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S e a r c h i n g  f o r  a  b e t t e r  j o b -  T h i s  i s  s e l f  d e f i n e d  b y  t h e  r e s p o n d e n t  w h o  i s  a s k e d  i f  t h e y  a r e  
s e a r c h i n g  f o r  a  b e t t e r  j o b .
S t a y i n g  i n  c u r r e n t  j o b -  A l l  t h o s e  r e s p o n d e n t s  w h o  w h e n  a s k e d  i f  t h e y  w e r e  s e a r c h i n g  f o r  a  
b e t t e r  j o b  r e p l i e d  i n  t h e  n e g a t i v e  w e r e  c o n s i d e r e d  t o  b e  s t a y i n g  i n  t h e i r  c u r r e n t  j o b s .
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